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ABSTRACT 
The third sector is made of nonprofit organizations (NPO), these acts on gaps that aren’t fulfilled by the 
public and private sector. The organizations that are in the third sector have been registering a 
notorious growth and have been having an important part in: the economic growth, the fight against the 
unemployment, social exclusion and in the local development. Forced to act on the market as social 
enterprises and with the need to obtain profit margins, there is a need, created by the NPO ́s, of an 
efficient management of their operations. That can be achieved with techniques and processes of 
project management. 
The Project Management promotes the use of knowledge, skills, tools and techniques, oriented to the 
pursuit of pre-defined goals, and it has been demonstrating its value in private organizations. It is in this 
line of though that project management can be an asset to the NPO. 
These work aims to study the use and impact of project management in NPOs, particularly to identify 
determinants associated with the adoption of project management practices in NPOs.  
The first step consists of: understanding the way NPO´s work, identifying the existing project 
management practices, processes, and, finally, to identify the good practices of project management 
that should be adopted by this organizations. In this sense, there were made interviews to two distinct 
groups - project management professionals, and NPO´s representatives. With the interviews we noticed 
that there are two distinct realities in project management, one focused on the skills of the PM, and the 
other in processes, techniques and tools. One of the main determinants of adoption of practices 
mentioned by professionals in this area was the lack of skills and maturity of the organization. In this 
way, it was created a model focused on the most important skills identified by the two groups of 
respondents: leadership and teamwork. 
This exploratory model of project management in NPOs was tested with the completion of a 
questionnaire on the largest international nonprofit organization run exclusively by students. 
The main conclusion was: the focus on competencies development of the members, specially 
leadership, cross-functional cooperation and team commitment, which have an impact on project 
results. 
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RESUMO 
O terceiro sector é constituído por organizações sem fins lucrativos (OSFL) que atuam sobre lacunas 
não preenchidas pelo sector público e privado. As organizações que compõem o terceiro sector têm 
vindo a registar um crescimento notório e têm tido um papel importante no crescimento económico, na 
luta contra o desemprego, na exclusão social e no desenvolvimento local. Forçadas a agirem no 
mercado como empresas sociais com a necessidade de obterem margens de lucro, existe a 
necessidade de uma gestão eficiente por parte das organizações sem fins lucrativos, que poderão ser 
combatidas com técnicas e processos de gestão de projetos. 
A Gestão de projetos promove a utilização de conhecimento, competências, ferramentas e técnicas 
orientadas à prossecução de objetivos previamente definidos e tem vindo a demonstrar valor nas 
organizações do sector privado. É neste sentido que poderá ser uma mais valia para as OSFL. 
Desta forma, este trabalho tem como objetivo estudar a utilização e o impacto da gestão de projetos 
em organizações sem fins lucrativos, principalmente para identificar os determinantes associados à 
adoção de práticas de gestão de projetos nestas organizações. 
O primeiro passo passará por compreender o funcionamento das OSFL, identificar as práticas, os 
processos, ferramentas e competências da gestão de projetos existentes e, finalmente, identificar boas 
práticas da gestão de projetos que devem ser adotadas por estas organizações.  
Neste sentido, foram realizadas entrevistas a dois grupos distintos: profissionais de gestão de projetos 
e representantes de OSFL. Com as entrevistas percebeu-se que existem duas realidades distintas na 
gestão de projetos, uma focada nas competências da GP e outra nos processos, técnicas e 
ferramentas. Um dos principais condicionantes de adoção de práticas apontados por profissionais 
desta área foi a falta de competências e maturidade da organização e foi neste sentido que se 
procedeu à criação de um modelo focado nas competências mais importantes e apontadas pelos dois 
grupo de entrevistados: liderança e trabalho de equipa. 
O modelo exploratório de gestão de projetos em OSFL foi testado com a realização de um questionário 
na maior organização internacional sem fins lucrativos gerida única e exclusivamente por estudantes. 
A principal conclusão obtida foi: o foco no desenvolvimento de competências nos membros, em 
especial a liderança, a cooperação interfuncional e o comprometimento da equipa, é determinante para 
os resultados do projeto. 
PALAVRAS-CHAVE 
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INTRODUCTION 
 
Contextual izat ion 
The economic organization of a country considers the coexistence of three main sectors - public, private 
and the third. The third sector consists of nonprofit organizations (NPOs) working in gaps left 
unanswered by the other two. The NPO growth has been remarkable in previous years, especially in 
developed countries, and these organizations has been the subject of growing research since the 
Second World War (Franco & Sokolowski, 2005). In addition, these organizations have been playing an 
important role and are presented as essential to society (Herman & Associates, 2005) in multiple 
aspects like on economic growth, combatting unemployment, social exclusion and local development 
(Quintão, 2004). 
Forced to act in the market as a social enterprise with the need to obtain profit margins, the NPOs need 
to apply efficient management on its daily operations. Project management presents a high potential for 
these organizations to obtain unique competitive advantages. 
All over the world several nonprofits initiatives can be identified. But why this interest? The growing 
interest in these organizations is due to the increase of its economic importance, especially in social 
services, health, education and culture, and in recognition of the impact of NPOs in policy, democracy 
and freedom of expression (Anheier, 2005). 
A NPO can be defined as a private entity that provides goods, services and ideas with the purpose of 
improving the quality of life in society, supported by volunteer work (Carvalho, 2008). 
Despite of the name, that emphasizes the feature of not having profit as its mission, it is important to 
note that the activities of these organizations are entitled to make profit (Andrade & Franco, 2007). The 
profit arises in order to ensure their sustainability as well as the capacity to invest and achieve its key 
objectives, being them cultural, educational, research, recreational, social support, philanthropic, 
human rights or environmental causes. 
Currently, NPOs have been forced to act as social enterprises in the market. Companies that claim to 
have social impact and profit margins in its operations. Furthermore, these organizations seek to fill 
social needs that traditional companies cannot fulfill. Therefore, they need to adopt new approaches in 
order to solve the challenges presented, notably by implementing processes, tools and techniques that 
allow them to become more efficient. 
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Some of the challenges suffered by these organizations are related to their capacity of continuously 
improving their processes and acquire unique competencies, hard to copy or replicate. Those allow 
them to achieve high performances and sustained competitive advantages (Teece, 2007). Successive 
professional developments imported from project management, leveraged on underlying scientific 
developments, occurring in a short time, demonstrate the economic importance of the area and its 
great growth potential. 
Pinto and Kharbanda (1997) argue that project management tends to replace the traditional 
management and will become the critical factor for achieving competitive advantage in organizations in 
the XXI century. According to Andersen (2010) improvements over time have been notorious however 
there are still some weaknesses that should be surpassed in order to enhance the project management 
diffusion. 
This way, it becomes pressing the identification of practices that generate value to the organization and 
give them higher levels of performance (Aubry & Hobbs, 2011), and that allow them to travel a oriented 
way to the sustainable development of a network based on compromise and trust with the different 
stakeholders of the project (Pinto, Slevin, & English, 2009). The study of NPO´s and the levels of 
adoption of these practices of project management is essential, in a way that few know how NPO´s 
organize themselves and how its projects help them to: achieve their mission and strengthen their 
strategy and commitment with local development (Navarro‐Flores, 2011). 
 
Research object ives 
This work aims to study the project management practices and its impacts in NPOs, particularly trying 
to response to the following research question: What are the key determinants of project management 
adoption practices in a NPO? 
In general, it is intended to understand the NPOs functioning as well as to identify the suitable project 
management practices, processes, tools and skills that could be adopted in a NPO context in order to 
uncover the main factors that might determine or explain its success.  
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Thesis Structure 
Initially, the research work focused on identifying the relevance and contextualization of the topics 
addressed as well as the clarification of the main objectives. Once this phase was concluded, a 
deepening of the bibliographical review was performed for increasing the know-how about these 
themes. Therefore, the first and second chapters of this thesis deal with the explanation of Project 
Management and NPOs topics. 
After that a theoretical model was built with constructs that could influence the outcomes of projects in 
NPOs context. So, the third chapter presents the constructs considered and demonstrates its 
importance both in profitable and non-profitable context supported by the literature studied.  
The fourth chapter describes the third phase of the study where semi structured interviews were 
conducted to a panel of experts in the Project Management area and also to NPO leaders. The objective 
of this phase was to consolidate the information gathered in the literature and also to strengthen the 
theoretical model developed. 
The interviews were followed by a self-administrated questionnaire, which was implemented in AIESEC, 
the NPO used as a case study for this research. Formerly to the fully development of the questionnaire 
a pre-test was performed, in order to ensure the correctness of the questionnaire before its diffusion 
among the AIESEC members. Finally, after editing and validating the responses received, the 
information gathered was analyzed, using the SPSS software [IBM SPSS Statistics 20], allowing to 
operationalize the key determinants identified during the literature review and in the interviews. This 
research phase is described in the fifth chapter. 
At the end of the thesis the main findings and conclusions are presented, the research limitations, as 
well as a set of recommendations of project management best practices in NPOs.  
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CHAPTER 1 – PROJECT MANAGEMENT:  THEORY AND PRACTICE 
 
In order to better understand the project management topics, a brief historical background of the area 
will be addressed in this chapter, followed by the presentation of some definitions about projects. Then 
it will be presented a project life cycle description, some tools and techniques commonly used in the 
field, as well as the role of project managers and their core competences. 
 
1.1 Project Management:  A histor ical  perspect ive 
Turner (2009, p. 2) points that "Project management is about converting vision into reality" because 
project management is a structured process by which an organization can fulfill their objectives and 
respond to its market necessity. 
According to Meredith and Mantel (2012), the babel tower’s and the Egyptian pyramids construction 
were the first marks (documented) in project history. These colossal constructions required an 
enormous amount of labor and resources, which proves that men had, since the begging of civilization, 
a need to produce changes in the world by planning and organizing its resources in the most efficient 
way.  
The International Project Management Association (IPMA) was founded in 1965 in Europe and later on, 
in 1969 the Project Management Institute (PMI) was launched to promote project management as its 
own discipline and profession. The project management associations were created to promote project 
management as its own discipline and profession and thereby they published knowledge standards to 
increase the probability of success of the project and to support the project manager in all its phases 
(Miles, 2012). The PMBOK, PRINCE2 and ICB are some of the most common standards.  
The PMI is one of the largest nonprofit organizations that promotes project management through: 
extensive academic and market research programs, chapters and communities of practice, professional 
development opportunities, and a globally recognized standard – the PMBOK Guide. This standard 
identifies a set of knowledge generally recognized as good practice. Moreover, it also promotes a 
common vocabulary for project management, which facilitates discussion and application of concepts 
(PMI, 2013b). 
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In its turn, the Projects in Controlled Environments (PRINCE2), is a process-based methodology for 
effective project management. This methodology guide is focused on pointing out the vital project 
management characteristics such as mission design, project team structure, focus on product planning, 
the emphasis on dividing the project into phases that can be managed and controlled and the required 
flexibility that should be applied in projects (PRINCE2, 2013). 
At last, IPMA is internationally recognized as a leader in project management. It has created the IPMA 
Competence Baseline (ICB) framework, which provides access to technical, behavioral and contextual 
competencies of project management (IPMA, 2013). 
 
1.2 Project Management:  A g lobal  overv iew 
 
1.2.1 Project definitions 
There is not a universal definition available about project management. Nevertheless, some main 
characteristics can explain the overall context of projects. Therefore, Roldão (2000, p. 5) defines project 
as an “organization designed to fulfill an objective, created with this purpose and dissolved after its 
conclusion”. The author still points that a project has two main characteristics: its temporality and level 
of accomplishment of the previously defined plan.  
On the other hand, Turner (2009, p. 2) defines a project as “a temporary organization to which 
resources are assigned to do work and to deliver beneficial change”, where the resources can be 
human, material and financial. Turner adds that project work has three main features: it is unique, 
transient, and novel. Unique because it is develop in a context, by resources and conditions hardly 
replicable. Transient, because project has to define a clear beginning and end; and novel because the 
final result is intended to be distinctive from any other project. Finally, the PMBOK (PMI, 2013a, p. 5) 
defines project as “a temporary endeavor undertaken to create a unique product, service, or result”. 
In this way, a project can be defined as an organization with a clear and well-defined objective; it is a 
non-repetitive and temporary work followed by a plan and a management approach with pre-defined 
parameters of time, cost, quality and resources available. 
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1.2.2 Project Life cycle (PLC) 
Having in consideration that a project has a well-defined beginning and an end, it can be associate to a 
life cycle, generally designate PLC. The PLC establishes the work that must be done in each phase of 
the project and the number of resources needed in its realization. The PLC phases are context specific 
for that reason it may defer from one organization to another. Although the PLC definition is not 
consensual between the authors, some industries were able to present some general phases. 
According to Miguel (2009), the theoretical definitions of the phases considered in a system life cycle 
that can be applied to project are: conceptual phase, planning phase, test phase, implementation 
phase and closure phase. The first step begins with the evaluation of risks and impacts according to 
time, cost and quality required and the project’s practicability. On the planning phase, further than the 
preparation of the system support document, it settles specific and realistic parameters for project 
term, cost and quality. Afterwards, the necessary documentation must be completed and verified in 
order to evaluate if the project operations are able to start. On the implementation phase the product or 
service, under development during the project, is introduced to the market. Finally, the project is 
assessed and this procedure can help and support future projects in the organization. 
According to Turner (2009), the PLC is composed by five distinctive phases – concept, feasibility, 
design, execution and closeout. In the first step, improvement opportunities are identified and problems 
are diagnosed. On the feasibility phase, the team develops proposals, collects information and conducts 
feasibility estimates to design. After that, it is develop the design phase, by estimating the cost and 
return of the project, assessed viability and obtained funding. On the execution, as the name indicates, 
it is implemented what was planned and also controlled the project progress. Lastly, on the closeout 
phase, the work is concluded, dissolving the team and producing a final report reviewing the 
achievements attained.  
The Project Management Book of Knowledge (PMBOK) (PMI, 2013a) advocates that despite of the 
projects presenting different dimensions and complexities, all of them have identical life cycles. So, the 
PMBOK presents a life cycle definition similar to the one previously addressed, but with a broader vision 
that can be applied to all types of projects. In this way, according to PMBOK, the PLC is organized in 5 
distinctive phases – project initiation, organizing and planning, project execution, monitoring and 
controlling and project closure. It is important to say that the phases are, generally, sequential and in 
the beginning and ending of the project the costs and resources are low, presenting a peak in the 
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execution phase. The uncertainty and risk decrease and the changing costs increase as the project 
progresses. 
 
1.2.3 Project Management Phases – Main Standards 
According to Roldão (2000), managing a project can be describe as the planning, executing and 
controlling processes, since its beginning until its conclusion, in order to achieve a goal in a certain 
time, cost and quality required, through the mobilization of technical and human resources. The author 
further states that the purpose of project management is to achieve a final product with the best 
performance possible. Thus, the project management starts with setting a goal, establishing resources 
and defining strategies, followed by implementation, resource allocation procedures, management 
execution and coordination efforts, and ultimately controlling and evaluating the results, drafting reports 
and solving problems. 
The PMBOK (PMI, 2013a, p. 6) defines project management as being "the application of knowledge, 
skills, tools, and techniques to project activities to meet the project requirements". Under this standard, 
managing a project includes identifying needs, gathering information from different stakeholders and 
balancing the limitations of the project keeping in mind the scope, quality, plan, budget, resources and 
risk of the project. 
On the other hand, PRINCE2 methodology (OCG, 2009, p. 4) defines project management as 
"planning, delegating, monitoring and controlling of all aspects of the project, and motivation of those 
involved, to achieve the project objectives within the expected performance targets for time, cost, 
quality, scope, benefits and risks". 
Munns and Bjeirmi (1996, p. 81) defined project management “as the process of controlling the 
achievement of the project objectives (…) Using the existing organizational structures and resources, it 
seeks to manage projects by applying a collection of tools and techniques, without adversely disturbing 
the operations routine of the company”. They also presented project management functions like, 
“defining the requirement of work, establishing the extent of work, allocating the resources required, 
planning the execution of the work, monitoring the progress of the work and adjusting deviations from 
the plan” (Munns & Bjeirmi, 1996, p. 82). Some authors distinguish key project management functions 
which are compiled in the table 1. 
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Table 1 -  Key Pro ject  Management Funct ions  
Scope 
Since a project implies work, its scope must be clearly 
managed to ensure the project’s right development. 
(Caupin et al., 2006; Milosevic, 2003; OCG, 
2009; PMI, 2013a; Turner, 2009; Turner, 2007) 
Organization 
 
Since resources are put it into a temporary 
organization, the project management must manage 
this organization. 
 
(IPMA, 2013; Muller & Turner, 2007; PMI, 
2013a; PRINCE2, 2013; Turner, 2009; Turner, 
2007) 
Quality 
 
Since all projects have requirements and objectives 
that need to be delivered according to specific 
standards, to ensure the quality of the deliverables 
required by the project’s owner. 
(Caupin et al., 2006; Crosby, 1979; Milosevic, 
2003; OCG, 2009; PMI, 2013a; Turner, 2009; 
Turner, 2007) 
Cost 
 
The cost must be managed in order to achieve the 
same result with fewer human, material and financial 
resources. 
 
(Milosevic, 2003; PMI, 2013a; Turner, 2009; 
Turner, 2007) 
Time 
 
In order to obtain effective and efficient work, to 
coordinate the input of the various resources and to 
fulfill all the stakeholders’ requirements, the time must 
be managed. 
 
(PMI, 2013a; Turner, 2009; Turner, 2007) 
Risk 
 
The project development has always an underlying level 
of risk that must be managed. 
 
(Chapman, 2006; Milosevic, 2003; PMI, 2013a; 
Turner, 2009; Turner, 2007) 
Stakeholders 
 
A project with different stakeholders and objectives 
must manage their expectations and level of 
commitment. 
(Turner, 2009; Turner, 2007) 
 
Pinto and Kharbanda (1997) have studied common project failures and the relevance of compiling 
lessons learned. They presented 12 manners to avoid a project failure by pointing some important 
aspects that must be in the project managers’ mind. So, they showed the importance of developing the 
feasibility studies, the relevance of taking in mind the environment for all the decisions, measuring the 
leader and team impacts of the project success highlighting the importance of registering lessons 
learned. 
Asad Mir and Pinnington (2013) demonstrated that project management performance is correlated with 
project success but not necessary with project efficiency. They added that “the value of Project 
Management is not so much in achieving Project Efficiency in individual projects it rather lies in its 
overall degree of success which encompasses customer satisfaction, business success of the 
organization and achievement of long-term benefits” (2013, p. 14). 
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1.2.4 Project Management Tools and Techniques 
As previously mentioned, project management involves the application of specific tools, techniques and 
competencies to achieve a previously determined goal.  
According to Munns and Bjeirmi (1996) a successful project management technique will contribute to 
the achievement of projects goals. Since PMBOK is more concerned with the hard skills required in 
project management rather than soft skills (Bourne & Walker, 2004), it will be presented some tools 
and techniques mentioned in the PMI standard. The PMBOK (PMI, 2013a) identifies 47 projects 
management processes grouped into ten knowledge areas, mainly the – integration, scope, time, cost, 
quality, human resources, communication, risk, procurement and stakeholder management. It also 
defines inputs, tools and techniques and outputs to each knowledge area and shows how it integrates 
with the project management processes previously referred.  
The project definition initiates with the product breakdown and it’s followed by defining the objectives 
hierarchy, deliverables, work packages and activities. This hierarchy is designated as product 
breakdown structure (PBS). In a broader view, the organization can also be managed through an 
organization breakdown and by adding sets of skills sets to people who will do the work it will be obtain 
the organization breakdown structure (OBS). The responsibility matrix is then created by establishing 
the products that need to be delivered and the set of skills required to perform the work by project team 
member. The tool that shows the responsibilities allocation, the amount of resources required and 
deadlines is called work breakdown structure (WBS) and it defines the work schedule hierarchy, helping 
out the project manager in the planning phase as well as in the monitoring and control phase. 
Networks and bar charts are frequently used to manage time because the first is a mathematical tool to 
help calculate the time scale and the second as a communication tool to communicate the schedule to 
team members. The cost is managed through a breakdown structure of labor cost, materials and 
finance called cost breakdown structure (CBS). The Communication is managed using communication 
requirements analysis, information management systems, communication methods, technology and 
models and performance reporting. 
Nevertheless processes, techniques and tools alone are not enough to guarantee a successful project, 
the competences of team members are also important (Nahod, Vukomanovi, & Radujkovic, 2013). In 
this way, a brief description of project manager role and competences is presented in the following 
subchapter. 
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1.2.5 Project Manager Role and Competences 
According to Frame (1999), the idea of competence is closely associated with the idea of capability. 
This association with capability suggests that competence is concerned with getting the job done. 
According to Robotham and Jubb (1996, p. 26), the concept of competence has developed “different 
meanings, and it remains one of the most diffuse terms in the organizational literature”. In today’s 
management context terminology, competence is about adding value and it is “a collection of 
knowledge, personal attitudes, skills and relevant experience needed to be successful in a certain 
function” (Caupin et al., 2006, p. 9). Boyatzis (2008, p. 6) defines competence as, “a capability or 
ability... a set of related but different sets of behavior organized around an underlying construct”. The 
project management competences have a positive impact on project performance and on the 
organization; therefore researchers are increasingly studying this subject. 
The ICB 3.0 standard (Caupin et al., 2006) describes the project management competences in three 
different ranges – technical, behavioral, and contextual competences. Some examples related to the 
technical competences are: project requirements and objectives, scope and deliverables, risk and 
opportunities, quality, teamwork, problem resolution, cost and finance, communication and information 
and documentation. The behavioral competences deal with the personal relationship between 
individuals and groups in projects and are personal skills and attributes of team members that should 
contribute to project success. Some examples are leadership, engagement and motivation, self-control, 
creativity, results orientation, conflict and crisis and openness. The contextual competences deal with 
the interactions between project and its context with the permanent organization. They clearly state the 
project importance on a broader picture of the organization. Some examples are: personnel 
management, finance and legal. 
According to Cheng, Dainty and Moore (2005) the effectiveness of project management performance 
depends on 12 core behavioral competences. The achievement orientation, initiative, information 
seeking, focus on client’s needs, impact and influence, directiveness, teamwork and cooperation, team 
leadership, analytical thinking, conceptual thinking, self-control and flexibility, which are the main 
competences that project managers have to demonstrate. 
The communication impacts, control mechanisms, feedback capabilities, troubleshooting, coordination, 
decision making, monitoring, project organization, planning and scheduling, and management 
experience in project success also were identified in the literature (Belout, 1998; Walker & Vines, 
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2000). On the other hand, the project outcomes are also influenced by the organization policies and 
culture (Isik, Arditi, Dikmen, & Birgonul, 2009) and by the project manager’s competences. 
Toney (1997, p. 31) state “the key to project success is to pick the right project manager”. According to 
PMBOK, “the project manager is the person assigned by the performing organization to lead the team 
that is responsible for achieving the project objectives” (PMI, 2013a, p. 13). On the other hand, 
PRINCE2 refers that the project manager has the authority to run the project on a day-to-day basis on 
behalf of the project board within the constraints laid down by them (OCG, 2009). 
A project manager can be confused as a functional or operations manager but some authors refer the 
importance of distinguishing these two concepts. Generally, the functional manager is focused on 
supervising a functional unit and the operations managers are responsible for the effectiveness of 
operations (PMI, 2013a). So, the functional and operation manager are technical supervisors whereas 
the project manager is a facilitator (Meredith & Mantel, 2012). 
The project manager's main responsibilities are to ensure the fulfillment of the project objectives, taking 
into account time, cost, quality, scope, risk and benefits (OCG, 2009). In this way, the project manager 
is responsible for coordinating and integrating the necessary activities to develop a project plan, to 
execute it and to make the changes needed to accomplish the plan (Kerzner, 1989). Making the project 
manager role more strategic and with the constant responsibility to satisfy teams, task and individual 
needs (PMI, 2008). 
The project manager is responsible for organizing, staffing, budgeting, directing, planning and 
controlling the project and among and he has responsibilities towards the organization, the client and 
the project team (Meredith & Mantel, 2012). The project manager is responsible for the sustainable 
usage of material and resources, for a competent management of the project that brings growth to the 
organization and he has to communicate efficiently the course of the project. He is also responsible for 
delivering the final product, according to clients requirements and on time, to guarantee satisfaction.  
The PMBOK highlights that “effective project managers require an ethical balance, interpersonal and 
conceptual skills that help them analyze situations and interact appropriately” (PMI, 2008, p. 513) and 
lists some of the most important skills that a project manager needs - leadership, team building, 
motivation, communication, influencing, decision making, political and cultural awareness, negotiation, 
trust building, conflict management and coaching. Thornberry and Weintraub (1983) also pointed five 
important project manager’s competences: oral communication, leadership, intellectual capabilities, 
stress management capabilities and management skills. 
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By the other hand, Meredith and Mantel (2012) point out that the valuable skills for a project manager 
are technical and administrative credibility, political sensitivity, and an ability to get others to commit to 
the project and the team. With those skills and a clear understanding about the project goals, having 
top management support, having a solid information network and being flexible, the project manager 
will be able to manage his project and team efficiently. 
More than technical skills, a project manager needs to inspire and lead team members, to 
communicate well, to be flexible and creative and above all needs to be people oriented with strong 
leadership abilities (Peters & Waterman, 1982; Rosenau, 1998). 
A project manager also needs to show concern and respect about team members, to be able to see the 
others perspectives, to encourage their people and to make everyone feel proud of being part of the 
team, building trust among all and engaging team commitment (Blake & Mouton, 1964; Kliem & Ludin, 
1992; Likert & Hayes, 1957; Mc Gregor, 1967; Thamhain, 2004). 
Finally, a project manager needs to be available to listen and to encourage the team, in order to make 
them find creative solutions, as well as being active parts in the problems resolution (Edmondson, 
Bohmer, & Pisano, 2005; Wysocki, 2007). 
It is urgent to identify practices that create value to the organization and which gives superior levels of 
performance (Aubry & Hobbs, 2011), and enable it to go to a journey toward sustainability and the 
development of a relationships network based on a sense of commitment and trust between the 
different stakeholders of the project (Pinto et al., 2009). Thus, the NPOs study and the level of project 
management adoption practices is critical, since little is known about how the NPOs are organized and 
how their projects help them fulfilling their missions, to strengthen their strategy and commitment to 
local development (Navarro-Flores, 2011). Therefore, the next chapter is dedicated to these 
organizations.  
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CHAPTER 2 – NONPROFIT ORGANIZATION 
 
This chapter presents a more detailed description about of the third sector organizations, presenting a 
brief historical background, a commonly accepted definition for these organizations, its importance to 
future as well as a brief description of AIESEC (case study). 
 
2.1 Histor ical  Context 
Organizations that are part of this sector have played an important role and are presented as essential 
to society (Herman & Associates, 2005) on economic growth, combating unemployment, social 
exclusion and local development (Quintão, 2004). Obliged to act in the market as a social enterprise 
with the need to obtain profit margins, the NPOs need to accomplish efficient management to its 
operations. 
There are several names associated with the group of nonprofit organizations (NPO) - the nonprofit 
sector, independent sector, voluntary sector, social sector, philanthropic sector are some examples 
found in literature. These designations demonstrate that some characteristics that distinguish this type 
from other organizations. Some emphasize the nonprofit distribution, others the volunteers and 
volunteering importance and others the social activities promotion (Herman & Associates, 2005). 
However, the third sector is the designation for the set of nonprofit organizations that gathers greater 
consensus among researchers internationally (Quintão, 2004). 
According to Quintão (2004), the term third sector was first used by J. Delors and J. Gaudin in 1979 in 
a paper entitled “Pour la création d’un troisième secteur coexistant avec celui de l’économie de marche 
et celui des administrations” and composes a set of diverse organizations which were born in the 
nineteenth century by the initiative of civil society, that developed and grew in different manners 
depending on the country and the economy in which they were inserted.  
The U.S. current characterizes the third sector as a set of structured organizations, self-governing, 
involving volunteers and which do not aim to profit distribution. On the other hand, the European 
current describes the third sector as a social economy, which includes cooperatives, mutual societies 
and associations (Merege, 2001). According to Santos (2005, p. 2), in his interview to Rogério Roque 
Amaro, the third sector "was born in the nineteenth century in the surf of the social injustices industrial 
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revolution, when the most disadvantaged workers tried to find ways to react to the market, creating an 
economy of mutual aid and cooperation ". 
Anheier (2005) describes the third sector as the provider of efficient and effective social services, 
resulting in cooperation between government and NPO in the provision of goods and services that 
contribute to the community welfare. The author further states that the nonprofit sector is related to the 
political and social development of a country or region, and its development is formed by political 
cultures, forms of government, cultural and religious factors and sociological aspects. 
Between the 1830s and 1950s, the private and voluntary character of the NPO was the most notorious. 
However, in the second half of the twentieth century, these organizations have become more dependent 
on government support and they gained new responsibilities, which were supported by governmental 
organizations. Thus, they become increasingly commercial, entrepreneurial and innovative (Herman & 
Associates, 2005). 
Since 1980, the research on the NPOs have become increasingly frequent, especially after a group of 
researchers, linked to a program of nonprofit organizations at Yale University, have studied the role of 
these organizations in the economy (Anheier, 2005). 
Over the years, several initiatives were identified about the NPOs creation and study. The growing 
interest in these organizations is due to the increase of its economic importance, especially in social 
services, health, education and culture, and in recognition of the impact of NPOs in policy, in spreading 
of democracy and the increasing freedom of expression (Anheier, 2005). 
 
2.2 Nonprof i t  Organizat ion def in i t ion 
The establishment for the nonprofit has not been unanimous among the researchers who led to 
different groups types of organizations (Carvalho, 2008). For example, Salamon and Anheier (1992) 
developed a structural-operational definition of the nonprofit sector based on scope, history and 
structure of several existing organizations in 44 countries. The study allowed to identify five essential 
characteristics of NPO: 1) formal, 2) private 3) nonprofit distribution, 4) self-governing and 5) volunteer. 
As a result, a nonprofit organization can be defined as a private entity that provides goods, services and 
ideas to improve the quality of life in society, supported by volunteer work (Carvalho, 2008). 
Although the name NPO presents a salient feature of not having profit in its mission, it is important to 
note that the activities developed by these organizations are entitled to make profit (Andrade & Franco, 
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2007). The profit arises in order to ensure their sustainability as well as its capacity to invest and 
achieve key objectives, may they be cultural, educational, research, recreational, social support, 
philanthropic, human rights or environmental causes. 
According to Carvalho (2008), several authors have sought to distinguish the NPO. Zaltman and Jacobs 
(1977) argue that all organizations must maintain the objective of being profitable. Carvalho (2008, p. 
3) states that "the goals in a NPO are numerous and diverse, the price is not set as in the for-profit 
sector, the performance evaluation is extremely complex and difficult due to the lack of motivation for 
profit or numbers; differences in target markets to serve, and the organization should be seen as 
complementing other NPO". Thus, the author concludes that the major differences between traditional 
organizations and nonprofit, are on their legal status, which implies the nondistribution of profits, and 
satisfy different needs of its promoters. 
 
2.3 Nonprof i t  Organizat ion Importance 
The nonprofits have been diversifying their area of expertise, which makes them key players in the 
provision of social nature and resolution of problems that society faces (Salamon, Hems, & 
Chinnock, 2000). 
According to Anheier (2002), the NPOs growth cannot just be measured quantitatively, there were also 
qualitative changes that have powered its growth. The author states that the growth of these 
organizations in Europe was created by three key factors: the role of the state, which has changed over 
the years and in which some responsibilities were reallocated between state and society; the middle 
class growth, which resulted in a group more confident in themselves and the society in which it 
operates and; demographic factors, which created an increasing demand for social services. 
According to "The Nonprofit Almanac" (Roeger, Blackwood, & Pettijohn, 2012) about 2.3 million NPOs 
operate in the United States, which, out of curiosity, means that there is an organization for every 175 
Americans. However, although it had a growth of approximately 24% over the previous 10 years, only 
1.6 million were recorded in the IRS (Internal Revenue Service) in 2010. This study also reveals that 
more than 62.8 million Americans were volunteers in 2010, and if they received average salaries, their 
work would eventually represent a value of 283.84 billion dollars, almost as much as the donations 
made to this sector during the same year - 290.89 billion. 
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In turn, the European Parliament also conducted a study about NPOs in European countries 
(Parliament, 2011), stating that 24% of the surveyed population performs volunteer activities, 11% on a 
regular basis and the remaining 13% in casual. From these, approximately 24% are involved in 
volunteer work related to sport, representing the area with the highest number of volunteers. Cultural 
associations, charitable and social care communities also have a significant weight, 20%, 15% and 13%, 
respectively. 
In 2011, the same study also analyzed the areas in which volunteers played a key role, and 37% of 
respondents believe in the importance of volunteering in humanitarian and solidarity organizations, 32% 
for health and 21% for the protection of human rights and social inclusion of disadvantaged citizens. 
Furthermore, when asked about the key benefits of volunteering in the European Union, respondents 
mainly mentioned the maintaining and strengthening of the social cohesion (34%) and the 
strengthening of values and personal development of volunteers (25%). 
On the other hand, the NPOs are increasingly an employer with significant weight in the market. 
According to “The Nonprofit Almanac” (Roeger et al., 2012), since 2008 the number of employees in 
the United States has been declining. Unlike this, employment in the third sector in this country has 
continued to increase during the recession. 
More recent data (Salamon, S. Sokolowski, & Geller, 2012) indicate that in 2010, the third sector 
employed about 10.7 million workers, only in the U.S, and contributed about 804.8 billion dollars for 
the U.S. economy, translating into 5% of gross domestic product (GDP) (Roeger et al., 2012). 
 
2.4 Nonprof i t  Organizat ion Management 
According to Anheier (2000), the word "management" was not, in time, been fully accepted in the 
world of nonprofits because of the relevance of its connection between management science and the 
essence and purposes of this sector were not noticeable. However with its organizational growth, the 
current economic climate and the increasingly interest of researchers, the benefits of using 
management practices in this context become clearer. 
Typically the NPOs structure are available, where decision-making have access to information is often 
centered on direction, the management and motivation of volunteers, the search for balance between 
personal and altruistic goals, the complexity of the organizational environment in which organizations 
operate, the market understanding, the search for stakeholder needs, the values alignment and 
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importance of and beliefs defended by the organization and its members, are common traces of the 
NPOs reality that make their management more complex than of for-profit organizations (Anheier, 
2000). 
However, the complexity of these organizations has not prevented them of growing and demonstrating 
its value to society. Thus, the steady growth of profits obtained by them, the number of universities 
offering programs on management for these organizations, the studies and papers devoted to this area 
demonstrates that the NPOs management is becoming increasingly professional and that these 
organizations are increasingly closer to the business model and adopted on for-profit organizations 
(Herman & Associates, 2005). 
Therefore, the NPOs are now been forced to act, in the market, as social enterprises. This means that 
companies claim to have social impact and profit margins in its operations in order to guarantee its own 
future. Furthermore, these organizations seek to fill society needs, sometimes very volatile, that 
companies, so-called traditional, fail to respond and therefore seek to adopt new approaches that 
enable them to solve these challenges, notably by implementing processes, tools and management 
techniques that might allow them to become more efficient. 
The challenges that organizations face are increasingly related with their ability to continuously improve 
their processes, acquire unique skills, difficult to imitate or replicate and enabling them to achieve high 
performance and sustained competitive advantages (Teece, 2007). This factor is also corroborated by 
the markets speed and dynamism that make organizations require more methods, processes, 
techniques and tools to support and streamline their decision making (Maylor, Brady, Cooke-Davies, & 
Hodgson, 2006). Follows that the degree of strategic alignment between organizational structure and 
the market will eventually constrain the organization's performance (Srivannaboon, 2006). 
 
2.5 Nonprof i t  Organizat ion Future 
William A. Brindley (February 22, 2013) identifies three trends for the work with NPOs. The first trend is 
related to the emerging markets, where, taking into account that the economies like China, India and 
Brazil are improving, these markets will have better conditions to invest in the development of the third 
sector. The second trend is concerned with the possible partnerships between private companies and 
NPOs. The increased results orientation by firms makes them bet on NPOs which will ensure 
compliance with business strategies and thus it creates an opportunity for these organizations to better 
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understand their market in order to create value and positive impacts in communities. The last trend is 
related to the employee’s skills; especially those which are related to an innovative behavior. 
The balance between creating social impacts, obtaining profits, and acting more professional to 
enhance the NPO sustainability will be a challenge for those which the adoption of new approaches 
might be a solution. Given the successive developments reported demonstrate the economic 
importance of the area and its growth potential. Pinto and Kharbanda (1997) argue that the project 
management tends to replace the traditional management and it will become the critical factor for 
achieving competitive advantage in organizations in the XXI century, project management appears to be 
a solid bet for these organizations. 
In this way, project management can be a way of improving the efficiency of NPOs. Making them more 
professional, structured and organized without forgetting their social mission and essential values, 
making them unique and relevant for the society. In this work, an international student association was 
chosen to test a model for project management in NPO context. So, a brief description of the largest 
students association and case study of the present research is presented below. 
 
2.6 AIESEC 
AIESEC is a NPO, which aims to achieve peace and the total fulfillment of humankind’s potential, 
developing leadership competencies among young people and making them truly agents of positive 
change. Nowadays, AIESEC is the world's largest organization, run exclusively by students and recent 
graduates from higher education institutions. It is a non-political association, independent and not-for-
profit, being present in 124 countries and territories, and with more than 85,000 members. Due to his 
origin, AIESEC does not discriminate on the basis of race, color, gender, sexual orientation, creed, 
religion, national, ethnic or social origin (AIESEC, 2013). 
AIESEC struggles for cultural understanding and the development of young people and theirs leadership 
capabilities through an integrated development experience comprised of leadership opportunities, 
international internships and participation in a global learning environment. 
AIESEC seeks to lead youth to becoming agents of change and have a positive impact on society and 
the world, always having in mid its core values: activate leadership; demonstrating integrity; living 
diversity; enjoying participation; striving for excellence; and acting in a sustainable way. 
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The idea that led to AIESEC comes in 1930, when European students began exchanging information 
about universities and programs in the areas of business and economics. At that time, students held 
internships, mostly on their own initiative, but with the Second World War this process almost stopped. 
However the Scandinavian countries, which remained neutral, continued to carry out exchanges in 
Stockholm so an officer and two students began the creation of AIESEC, officially founded in 1948. The 
aim was to promote the understanding among nations, through the understanding between individuals, 
changing the world one person at a time and to bridge the gap across people and cultures as well as 
pressure for business schools to produce capable individuals to rebuild the economy. In this way, what 
started as an initiative to bridge cultural divisions after the Second World War is now a global movement 
of youth leadership development (AIESEC, 2008). 
In 1951, at International Congress in Paris, AIESEC comprised its original member countries: Belgium, 
Denmark, Finland, Norway, The Netherlands, France and Sweden. A few years later, in 1958, more 
expansions in new continents were done what led to a growth in exchanges realized. In the following 
years, the supporter base growth and some conferences were welcomed by president John F. Kennedy 
and Pope Paul VI.  
Today, AIESEC is present in 124 countries and territories, trying to expand to more every year and it 
has 86000 members and 24000 leadership experiences every year. Globally, the alumni network has 
more than one million young and senior professionals and the partner organizations are more than 
8000, they can be NGO’s, universities and, the world most progressive corporations. Annually, AIESEC 
organizes more than 500 conferences to educate, align strategies and discuss global issues, youth 
leadership, management and cross-cultural understanding. Every year more than 15000 international 
volunteer experiences and 5000 international internship are delivered all over the continents. 
The AIESEC dimension requires a strong structure with well-defined responsibilities. The AIESEC 
structure is presented in the figure 1 and it is followed by a brief explanation about the functioning of 
this organization. 
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F igure 1 -  A IESEC Struture -  Source:  Author 
 
Thus, the president and vice-presidents of AIESEC International compose the top of the structure. 
Together they form the international team. In this way, the AIESEC Global office, based in Rotterdam, is 
composed by 21 young people that work full time to: shape, lead and drive AIESEC, in order to achieve 
AIESEC vision. 
On each country or territory where AIESEC is, there exists a national office. The members of these 
offices are called Member Committees and they oversee and coordinate the AIESEC. The president and 
vice-presidents of the Member Committee work full time while other members, such as national support 
team, work only part-time. The main responsibility of the Member committee is to coordinate and align 
the local committees in the country/territory and to support the competencies development in these 
offices. The local committees are either city or university-based and they are responsible for the 
recruitment, programme management and delivery of exchange programmes. These are mainly 
operational committees and the directly responsible for the AIESEC's results. The local committee has a 
president, vice-presidents, team leaders and team members and all of them work part-time. 
It becomes relevant to study AIESEC for the present research not only because it is an international 
NPO, but also because it is project oriented, focused on team, leadership and skills development. 
 
In the next chapter it will be presented the explanatory model of project management in NPOs. Although 
being tested in only one NPO, the objective was to create a model that fits this type of organizations. In 
this way, the next chapter presents the model and its constructs. 
 
 PAI  (President of AIESEC International) 
 AIVP (AIESEC International Vice Presidents) 
 MCP (Members Committee President) 
 MCVP (Members Comittee Vice Presidents) 
 NST  (National Support Team) 
 LCP (Local Committee President) 
 LCVP (Local Committee Vice President) 
 TL  (Team Leaders) 
 Team Members 
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CHAPTER 3 – PROJECT MANAGEMENT IN A NONPROFIT ORGANIZATION:  SOME 
PERSPECTIVES 
 
Taking in consideration the lack of information regarding the NPOs functioning it was felt there was a 
need to do semi-structured interviews. The objectives of this phase are: to obtain more deep and 
concrete information and to fill the gaps between the connection of the two studied themes - Project 
Management and NPOs. The main conclusions of this phase are presented in this chapter. 
 
3.1 Methodology 
According to Quivy & Campenhoudt (2003), an interview is characterized by direct contact between the 
researcher and his interlocutors, where the respondents express their perceptions about an event or a 
situation, their interpretations or experiences. 
A semi-structured interview is a method of data collection, with more or less depth, based on a 
predefined script that allows its adjustment during the interview in light of new themes or issues raised 
by respondents (Saunders, Lewis, & Thornhill, 2009). 
According to Sharp, Peters and Howard, (2002, p. 157) interviews "may be the only way of obtaining a 
realistic picture of the way people view" a new field. Since this study is innovative and it exists the 
necessity to obtain information about behaviors and competences it becomes justified the use of this 
method.  
This type of interviews allows the selection of a topic for further discussion and although it is not 
expected the introduction of new issues, the interviewer has the authority to do it. On the other hand, 
this type of interview requires an excellent preparation and a full concentration by the interviewer 
(Saunders et al., 2009). 
Interviews were made to two distinctive groups – NPO representatives, to better understand how this 
organizations work, and professionals in the project management field, to better understand what kind 
of project management practices could be adapted in these organizations. 
Based on the Project Management and NPOs literature, two scripts were constructed to assist and steer 
the conversation during the interviews – one for project management professionals (Appendix 1) and 
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another for NPO representatives (Appendix 2). The interviews were realized were started in 19th of 
February until 21st of March and the script was sent before these to some of the respondents. 
Due to difficulties of agenda and geographical distance, some of the interviews were realized by Skype 
others personally and all of them were recorded in order to facilitate both the concentration during the 
interview on the later analysis. Before recording the interview, it was sought authorization to all 
respondents and it was asked for sending a written informed consent (Appendix 3). 
It is important to note that it was given flexibility to all respondents not only to answer the questions 
presented in the script, but also to add relevant insights to topic under study. 
 
3.2 Project Management Interv iews 
The Project management group was composed by of 4 males and 1 female, with an average age about 
50 years old. Only 2 interviewers were aware of the reality of NPO´s due to the fact that they already 
had experience in these organizations, some were also academics. 
 
Table 2 -  In format ion about pro ject  management panel  o f  in terv iews 
 Gender Professional Profile 
#1 Male Academic 
#2 Female Project Manager 
#3 Male Academic 
#4 Male Project Management Consultant 
#5 Male Project Manager 
 
The interviews addressed several topics like project phases, processes, tools, competencies, constraints 
and factors that could potentiate the project management practice in NPO´s. The interviews began by 
asking what steps would be essential for managing a project in a nonprofit context. After this, it was 
asked what processes and tools could be adopted by NPOs and what kind of skills would be essential in 
this context. With this interview, it was tried to realize the main differences between the nonprofit and 
profit sector. As well as the factors that might determine the adoption of project management practices 
in NPOs context. At the end of the interview, it was given the opportunity to highlight important points 
that might not have been mentioned in the questions asked. 
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When asked about the what project phase would be essential a NPO have, the respondents indicated 
that there were no major differences compared to for-profit organizations. 
 
"I do not think within the nonprofit the phases are different" #1 
"All steps are important or they would not be a practice" #2 
 
And thus, all five phases - initiation, planning, execution, control and monitoring and closing - become 
relevant, regardless of the context and the type of organization. 
 
"There must always be at least an assessment of the costs involved and the value of the initiative that wants to move (...) the 
initiation phase of the project will always have with or without a prospect of profit generation (...) Planning (...) Without this 
we do not have a start date, an end date, the scope (...) the execution, regardless of the tools, the techniques, the detail with 
which he controls the truth is that you need to execute and control projects and make change when necessary. And in the 
end (...) you must close and learn from what was done. Therefore the phases of project management are all there. "#1 
 
According to respondent #2, the NPOs generally focused on the execution phase, neglecting the others. 
Thus, it becomes important to nonprofits start betting in phases considered critical and determinants of 
the project success. The stages of initiation, planning, monitoring and control showed greater 
consensus within the universe of respondents. 
The first stage – initiation – was considered critical and fundamental to any project in verifying its 
feasibility. 
 
"Absolutely critical is the design phase. That is, when we set all the requirements, the scope of the project." #2 
"A good initiation is important to choose the right project." #2 
 
In the second phase, it was noted that the NPO should give more time to planning so it could be more 
realistic, ambitious and to show the real way for implementing the project. 
 
"So, answering the question, it is obviously in the initiation and planning that it is verified the suitability of the project." #5 
"I think there is clearly a great need for NPOs to develop much more the planning phases because is a phase that is usually done in a very 
little thought." #4 
 
The monitoring and control phase was reported as critical by the interviewers since this phase allows 
seeing if the plan is being truly fulfilled and if the resources are used in an efficient manner. 
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"the phase of monitoring and control also assumes a particular relevance (...) how far are we making a proper use of our resources and 
are we putting the effort in the right place?" #2 
 
When asked about what processes of project management NPOs could implement, the respondent 
highlighted the importance of solid communication processes that ensure the team alignment and 
therefore the project success. Respondents also stressed the importance of the processes that make up 
the construction of the Project Charter, the identification of stakeholders and the management of scope 
and resource estimates. Finally, they also referred processes related to risk management, team 
management and change management. 
 
"The piece of communication should appear as soon as possible" #2 
"Project charter, this is a process that must be properly developed, how they Constructs the project charter." #2 
"identify the stakeholders, how I make a correct information gathering potential of our stakeholders." #2 
"The scope and resource management (...) But the resource estimate is critical mainly because they are going to develop 
our project." #2 
"The theme of risk, risk management in this type of projects and the management of teams in this type of projects" #2 
 
Taking into account that the existence of processes is essential for the effective and efficient 
implementation of a project, it is essential to have tools that support these same processes. And in this 
sense, respondents were asked about the tools that NPOs could adopt in order to better manage their 
projects. 
Respondents mentioned only four tools of project management: EVM (Earned Value Management), WBS 
(Work Breakdown Structure), responsibilities matrix and Project Plan. 
Respondents also mentioned that there is a clear necessity to simplify tools for volunteers be able to 
use without depending of complex formations, as well as the realization of a good parameterization of 
these tools could be really useful for project management. 
 
"The problem is that they have no training (...) And so, it becomes a bit difficult to use classical tools or more appropriate 
tools." #3 
"May be anyone. (...) In other words, even though the tool is technologically robust, if is not well parameterized it won't help 
in anything. "#2 
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According to some interviews, it is important to enhance the capacity of the volunteers in the 
competency level, so that they can follow processes and correctly use tools. Commonly, lack of 
knowledge about project management in these organizations is observable. 
 
“How are you going to provide processes and tools without providing the organizations capable human resources? (…) What 
we found out was precisely the necessity to provide competencies so that, in the field, they could start to think in terms of 
processes and tools” #5 
 
 
The technical competencies are visible by the increasing professionalization of project management and 
represent the explicit knowledge of a project management, in other words, the volunteers know the 
difference between how to plan, control and manage a project. 
 
“I would say that there is a increasing preoccupation in professionalizing project management and don’t leave things that 
are competencies to luck.” #2 
“They don’t fully understand the notion of project” #4 
“Like risk management, the construction of project plans, analyze of context in which the project will take place, business 
analysis, project management, in other words, develop techniques of planning, control techniques.” #2 
 
The assertiveness, conflict management, team creation, discipline, negotiation, creativity and solution 
orientation were some of the behavioral competencies highlighted by the interviewers. 
 
“Its obvious that you must have competencies, you must be assertive (…) You must know how to position yourself in order 
to solve team crisis.” #5 
“Team creation, in other words team work, its clearly fundamental.” #1 
“The negotiation with the interested part, such that we can obtain the biggest funding possible for the project.” #2 
“The skill of solution orientation (…) it isn’t described in any referential of project management but it makes all the difference 
in the corporate world, therefore it will make a even bigger difference in these NPO´s world (…) other competency its 
creativity. The project manager must be creative, get out of the box” #5 
 
Furthermore, leadership is also a behavioral competency pointed out as crucial for managing a project. 
So, when presented with the question “is leadership a factor that limits project management practices 
in NPO´s?” one of the respondents mentioned that he doesn’t believe in a difference between 
leadership in a NPO or PO and they all stressed out the importance of a good leadership in any type of 
organization. 
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It was also mentioned the existence of a potential fragility of a leader in NPO. According to the 
respondent, this type of leader tends to be more comprehensive and calm, always trying to justify he’s 
actions and, consequently, not presenting assertiveness every time it’s needed. Other point mentioned, 
regarding leadership, was the fact that leaders are responsible to motivate and support the team 
commitment. And, for this, he should always lead by example so that he can guide the behaviors of 
he’s team 
 
“Develop leadership competencies, it’s also essential” #2 
“I don’t believe there’s a difference between leadership in NPO´s and in PO´s. In fact, leadership is a factor much more 
important than that, but it essentially depends on the person that is going to be managing the project.” #4 
“I think it will tend to justify itself, to be more patient, to be more comprehensive than a project management that only wants 
results” #2 
“The resources all, our mostly all, volunteers. Therefore, a leadership by example, a leadership, lets say, motivational its very 
important” #3 
 
Communication was, also, a behavioral competency severally mentioned by respondents. And when 
they were questioned about the role of communication in the project management practices, the 
respondents referred its importance to motivate the team and align them with the goals. 
 
“A good communication is crucial. Keeps the team aligned with the goals, it keeps the team informed of, lets say, what 
going on, how the project is going, what are the project risks, for example. I would say that a good communication is a 
essential factor for the success of a project.” #3 
 
The last behavioral competency mentioned by the respondents was the expectations management, 
which influences motivations, perceptions, emotional answers and the satisfaction of the different 
stakeholders. 
 
“The stakeholders expectations management, the motivation of the team having in consideration that these teams are 
special, where the people aren’t worried with the technique but with the human component that they want to achieve.” #2 
 
By reaching the right balance among the various types of competencies – technical, personal and 
contextual – the organization can really implement good practices and develop solid project 
management processes. 
 
“The ideal balance between competencies, and if there’s a predominance of a group in relation to another it totally 
conditions the project management of a organization like these one.” #2 
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The NPOs needs to become more efficient and effective in order to achieve better results. So it 
becomes relevant to discover factors that may determine the adoption of project management practices 
that might help them to obtain the desired results. 
And it was in this sense that the interviews were questioned about the factors that could condition the 
adoption of project management practices in these organizations. It was concluded seven essential 
factors. Which are presented in the table 3. 
 
 
Table 3 -  Condi t ion ing factors o f  pro ject  management in NPO context  
Lack of skills and 
knowledge 
 
"The knowledge of what is to manage projects, technical and behavioral skills. So here is the first hurdle. 
Everyone manages projects but not everyone has the same understanding of what is needed to manage 
projects. "#2 
"lack of skills, inherent to the organization, I think one of the big factors that limits the organization" #4 
Organizations are not 
prepared to manage 
projects 
 
"The fact that these projects are placed in organizations that are not used to dealing with projects and so 
their systems are not designed from the viewpoint of project management. And this makes it very difficult 
to plan and monitor projects "#4 
Less assertive 
management 
 
"Lack of perspective that the project has to be managed. Lack of notion that there must be control over 
the deliverables, lack of a clear sense that is needed between all add value to the work of each is diluted 
“#1 
Lack of useful tools 
 
"And then lack of tools and skills of project management professional." #1 
Resource issues 
 
"I would say they have a resource problem. All sources, from financial to human "#3 
Lack of training 
 
"The training may enhance any organization, particularly in this context." #1 
Demonstrate that PM 
is an added value to 
the organization 
 
"Why do I have to invest in this area, in other words, the notion of value that implementing a methodology 
for project management brings to the organization. And therefore is not always easy to explain this notion 
of added value. "#2 
 
In order to understand the differences between the nonprofit and for-profit management, a question 
was put to respondents so that they distinguish these two types of organizations. Thus, the main 
difference indicates profit, for-profit organizations are focused on obtaining gains and NPOs not. This 
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does not mean that they cannot make profits. According to one respondent it is really important to 
make profits so that they can invest in more projects, be able to grow and to reach larger numbers of 
communities. 
 
Another difference was pointed out that for-profit organizations only invest if they have guarantees of obtaining financial 
returns while NPOs invest if they can deliver value to society. 
"There is a great pressure on the shareholder's return on investment. From the point of view of NPOs, there is a greater 
focus on social responsibility. " #2 
"The notion of added value is crucial for me. It is probably more important in NPOs than in for-profit (...) In the case of 
NPOs, the appreciation of what is the project delivery is very important and should always be present in all people." #1 
 
Lastly, project management processes in NPOs are simpler, lighter and fewer complexes compared to 
procedures performed in for-profit organizations. 
 
"The main difference may be in some simplification and in some less sophisticated project management practices" #3 
"NPOs in terms of project management process will be clearly lighter and less demanding in reporting, communication, 
authentication, evaluation" #1 
 
 
3 .3 Nonprof i t  Organizat ion Interv iews 
The NPO´s group was compiled by 4 males and 1 female, with an average age of 39 years old. There 
background was mainly from: management, communication sciences and economics. The interviews 
were conducted to the following people: president of a student organization; two presidents of an 
international organization, member of a religious organization and president of an organization with a 
goal to promote social responsibility. 
 
Table 4 -  In format ion about nonprof i t  panel  for  in terv iews 
#6 Male Religious organization 
#7 Male International Organization 
#8 Male Student Organization 
#9 Female Corporate Social Responsibility 
#10 Male Student Organization 
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The interviews began with a small contextualization of their own organization, in order to better 
understand their management practices. This first part is not described because there is no 
authorization to disclose the names of the organizations interviewed. The second part of the interview 
was about the management practices of the organization. Topics like: skills of volunteers and their 
motivations, the internal and external communication, leadership, project phases, tools and techniques 
used to support project management and difficulties in managing a project were addressed. 
The financial knowledge and the context assessment of the organization is essential, so that the 
organization can be sustainable while, at the same time, being able to solve real problems of the 
society. 
 
“I would say financial and budget knowledge; because each department must do its own budget (…) another competency 
it’s the capacity of interpretation and analysis of the reality.” #8 
 
The responsibility allied with resilience, attitude, will, commitment, professionalism, nonconformity and 
proactivity are essential competencies that a volunteer should demonstrate, in order to work on solving 
society problems. 
 
“The volunteer work must have attitude in the way that he joins volunteer actions (…) he must have attitude, will, 
commitment to collaborate with a lot of professionalism and pride in the cycles that the volunteer intervention is made.” #9 
 
On the other hand, creativity, irreverence, integrity, respect and the connection to organization values 
are presented as key competencies guarantee the day-by-day problem resolution in NPOs. 
 
“The creativity, irreverence and nonconformity are also fundamental competencies” #8 
“People that show integrity and respect for other cultures and values, competencies like the connection with the organization 
values.” #7 
 
In the end, volunteers with leadership skills will be able to: create, manage and keep a team motivated, 
manage the expectations of all the interested parts involved with the organization. 
Integrity, respect and connection with the organization's values were skills considered relevant to the 
member performance. The level of commitment may be a factor influencing the volunteer performance 
and the hours dedicated to work for the organization. 
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"People who demonstrate integrity and respect for other cultures and values (...) skills as the connection to the 
organization's values" #7 
"Depends largely on the commitment we have with the organization" #7 
 
The volunteer motivation is essential to their performance in achieving the organization's objectives. 
Thus, when asked about what motivate a volunteer, the respondents essentially presented emotional 
aspects. Essentially the willingness to contribute to a better society, to believe in the impact of the 
organization and its values, the chance to develop personally, wanting to leave a mark in the 
organization and in society and the need to create new contacts. 
 
"Is driven by the desire to want to leave their mark on the institution (...) the need for functional networking" #9 
"Believes in the organization and in its impact on the society (...) the development of their own" #7 
 
 
Internal communication is essential for aligning volunteers with the organizational growth. The use of 
email was consensus within the universe of respondents. Meetings, newsletters and reports also 
present as primary means of communication between the volunteers of NPOs. Some organizations use 
internal management platforms, where they can share and find documents and files, allowing quick 
access to information. It was also referred the importance of social networks, which have shown 
increasing membership and enabling rapid and more efficient communication. 
Some respondents referred some tools like Google shared calendar, to volunteers have access to dates 
and deadlines of the organization's activities; Google Drive for sharing and creation of documents, and a 
task management tool that supports the tracking, monitoring and control of the activities performed by 
the volunteer. Apart from these, it was also mentioned Podio, an online work platform that allows 
monitoring and control of team performance. Finally, one of the respondent, also pointed the 
importance of online tools growth that allow for almost instant access to information giving as examples 
Basecamp, Asana, Podium, Dropbox, Box and Google Apps. 
 
"basecamp, asana and podium (...) dropbox or box that are in the background document sharing software. I think the trend 
is to increasingly use online software project management because it facilitates communication. " #7 
 
Regarding the tools used for external communication, which allows the organization positioning in the 
market, the use of email showed up as a very useful tool, being mentioned by all respondents. Digital 
tools, such as website, social network, preferably Facebook and Twitter, Youtube and newsletters are 
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recurrently used by NPOs. Finally, more traditional, such as posters, flyers and billboards are still widely 
used for the realization of external communication. 
When questioned about the leaders competencies, the respondents referred, essentially, that they 
should present more knowledge of the organizational values, demonstrating them in its behavior, in a 
way that positively influences its voluntaries. 
Besides that, the leader should be able to manage different profiles, motivate the voluntaries and 
manage potential conflicts, being a determined, assertive, disciplined and good communicator. 
 
“Present more connection with the organization vision (…) that allows them to captivate more people (…) present more 
capacities for establishing relations with people the the average person (…) they have a bigger self-awareness.” #7 
 “If you want to take the maximum of each collaborator the leader must be the first one to give example and be present in 
the moments that are more demanding for everyone.” #8 
 
According to the respondents, the numbers of project phases is not unanimous. The consensus among 
the interviewed is focused on evaluating, planning, executing, monitoring and closing the project. 
 
"Planning both operations and financial (...) Then we have the allocation of teams, allocation of responsibilities. Because 
usually the planning and feasibility is performed before creating the team responsible for implementing the project. Then I 
would say that there is one more phase that is the tracking, which is the realization of the project, where people try to put 
the activity in order (...) closing of accounts and project, the project report " #7 
 
In terms of, the tools used by the NPOs during the project management should be easy to use and 
access. And, according to the vast majority of respondents, Excel and Word are the tools used to 
managing, monitoring and closing a project. It was also mentioned the use of a CRM, which allows the 
stakeholder management, and the activity plan and annual budget, which should serve as a basis and 
direction for the choice of projects to be implemented. 
 
"The excel, you have access to the simplest and most correct of managing a project." #6 
"Excel, word applications and Google" #7 
"Not forgetting always the plan of activities and budget with the direction undertakes the beginning of each year and must 
always be that which points to the direction of the project." #8 
"CRM allows us to manage the day-to-day relationship with our associates' #9 
 
The interviews finished with a question related with the difficulties experienced during the management 
and implementation of a project. One of the problems pointed was the project financial sustainability. 
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Due to this lack of funding, the NPOs cannot often develop all projects they need to, and with that, a 
new difficulty arises which is the prioritization of projects. 
 
"The financial issue enabling the realization of the project (...) the selection of projects, identifying the priorities because 
resources are scarce." #8 
 
Another difficulty felt was the lack of a focus in the key subjects by such of the organization; the 
desperate attempt to solve various problems in society often failing in positioning themselves in a 
community. 
 
"after decided to develop the projects about topic A, in the year following change to topic B, then C. ie, it makes it difficult to 
have projects that are able to strengthen a brand in the market, in order to give it greater credibility and gain trust by 
potential stakeholders " #7 
 
The time management was also a difficulty pointed. Volunteers do not work full time and cannot always 
be available to respond to projects requirements, delaying the fulfillment of deadlines and the 
achievement of milestones, compromising the progress of the entire project. 
 
"The time is very difficult to manage" #6 
 
The absence of a robust system of managing information and is presented as a problem that hinders 
project management because they can easily make the same mistakes committed on the past, thus 
preventing the organizational growth. 
 
"Knowledge management. Because sometimes committing the same mistakes can be explain by people not having a culture 
to find out what went wrong with the same or similar projects. " #7 
 
Communication problems that create misalignment between the project team also hinder the 
development and achieving the objectives of a project within the deadlines. 
 
"Communication and people alignment" #8 
 
Finally, one of the difficulties in managing projects in NPOs context is the effective management of the 
expectations of all stakeholders, in order to keep volunteers motivated and satisfied stakeholders. 
 
"Managing expectations (...) expectations can not be higher for one" #9 
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3.4 Conclusion 
Interviews analyses point out the coexistent of two distinctive realities of project management: one 
focused on competencies and know-how, and another with a more formal view based on processes, 
tools and techniques. However, it is recognized the relevance of applying project management as well 
as to enhance the knowledge produced during projects, in order to attain competitive advantages that 
foster sustainable development. 
So, without specific skills, a volunteer will not be able to put in practice processes or to use tools and, 
consequently, the organization will not have good and solid project management practices. This way, 
the empowerment of an NPO’s volunteer becomes essential at a skills level. 
By crossing the responses from the two groups interviewed, we obtain seven skills that are seen as 
essential for a volunteer in project NPOs – leadership, conflict management, team work, 
communication, financial knowledge and expectations management. All of them are present in the 
constructs of the explanatory model for project management in NPO previously presented. 
In this way, the following chapter presents how the explanatory model was tested. The process of 
questionnaire design, data collection and the main conclusions of this phase will be addressed. 
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CHAPTER 4 – EXPLANATORY MODEL OF PROJECT MANAGEMENT IN NPOS 
 
Based on the literature studied, it was created a model that represents the relation between some 
constructs and their impact on project outcome. In this way, the literature revealed the importance of 
leadership and organizational support in project success. But between this dependency a key factor that 
cannot be forgotten - the team. In this study, the team will be analyzed by the team commitment and by 
the cross-functional cooperation between team members. The project outcomes can be defined as 
project success but also by the resulting psychosocial outcomes of the project. In this way, the model 
shows that the team influences the project outcomes and, in its turn, the leadership and the 
organizational support influence the team. A more detailed explanation will be presented of this model 
along in this chapter. 
 
4.1 Explanatory Constructs 
The model is composed by six constructs: leadership, organizational support, team commitment, cross-
functional cooperation, project success and, psychosocial outcomes. Leadership is presented as the 
starting point of the model, influencing the team commitment and the cross-functional cooperation. In 
this way, it will be the first construct explained in this section, followed by the organizational support, 
team commitment, cross-functional cooperation and, at last, project outcome. The project success and 
the psychosocial outcomes were combined because they are expected to influence the project 
outcomes. 
 
4.1.1 Leadership 
The project team leadership is viewed as key factor in performance (Yang, Huang, & Wu, 2010). But 
what is leadership? According to Turner (2007), leadership is a potent word which has different 
meanings for different people. However he defines leadership as the ability to influence a group of 
followers to set and achieve the predetermined goals. Yulk (1999) also defended that leadership is a 
process of interactions between leaders and followers with focus on relationships, interactions, and 
subjective perception. 
The leadership definition presented above defines transactional leadership, as the leaders ability to 
achieve the goals previously defined, focusing on the task-related exchange of actions and rewards 
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between followers and leader (Tyssen, Wald, & Spieth, 2013). According to this theory, the leaders job 
is to clarify the role and task requirements, monitoring and rewarding the task-related activity (Turner, 
2007). 
In its turn, transformational leadership theory highlights a person-orientated leader that changes 
followers, making them look beyond self-interest and aligning them with the group's objectives and 
organization needs (Bass, 1990; Pieterse, Knippenberg, Schippers, & Stam, 2010). This theory has 
been revealed as specially important to project managers context because they are concerned with 
setting and pursuing goals, as well as managing meaning and changing the way people think (Turner, 
2007). 
In this way, transformational leadership "has been associated with motivation of followers in pursuit of 
organizational goals, organizational citizenship behavior, employee commitment and work attitude" 
(Kissi, Dainty, & Tuuli, 2013, p. 486) which suggest the relevance of this theory to manage project 
teams and to obtain project success. 
Some studies have highlighted that transformational leadership positively affects performance (Bass & 
Riggio, 2006; Kissi et al., 2013; Muller & Turner, 2007). So it becomes relevant to understand if in the 
context of nonprofit organization the same might be observed. 
In some studies, it was also shown that commitment forms a link between leadership and 
organizational performance (Steyrer, Schiffiger, & Lang, 2008) and the follower's commitment is one of 
the responsibility of a leader (Hoegl, Weinkauf, & Gemuenden, 2004). So, it is important to understand 
how transformational leadership influences the project team member commitment in nonprofit context. 
Although studies revealed a strong relation between leadership and performance, "mere presence of a 
transformational leader is not enough to enhance NGO effectiveness unless such a leadership fosters 
an organizational culture that augments NGOs’ effectiveness" (Shiva & Suar, 2012, p. 706). Thamhain 
(Thamhain, 2004) agrees that leadership alone is not enough, according to him, a broad range of skills 
and organizational support are essential for team performance. In the other hand, transformational 
leadership may improve team communication, team collaboration and team cohesiveness and these 
have an impact on the project performance (Yang et al., 2010). Which leads to study how leadership 
influences the cross-functional cooperation between team members of the project and how the 
organizational support influences the leadership. 
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4.1.2 Organizational support 
The project teams are independent of the organization in which they are embedded, some researches 
studied the role of organizational context in the creation of successful teams (Cohen & Bailey, 1997).  
According to Hackman (1987 p. 339), organizational context has an impact on team work and the “key 
to effective group management may be to create redundant conditions that support good performance, 
leaving groups ample room to develop and enact their own ways of operating within those conditions". 
In its turn, Scott-Young and Samson (2008) points that having clear project goals and senior 
management support are the keys success factor to both the project and the work team. 
The senior management support has an important role in project team success and according to 
Ranney and Deck (1995) the senior manager must align the support system with the project team. In 
this way, many others authors have studied this relation and have concluded that the senior 
management support plays a key role in the success of the project team (Scott-Young & Samson, 
2008). 
In his study, Thomas Johns (1999, p. 53) concluded that to have effective projects the project teams 
have to be provided with "organization support and intensive management attention and coaching". He 
still reported that, without organizational support, the project teams frequently spend energy "in non 
productive ways and in directions often divergent to the interests of the company". 
Perceived organizational support is defined as “the extent to which the organization values the 
employee contribution and cares about their well-being” (Eisenberger, Huntington, Hutchison, & Sowa, 
1986, p. 501) and it is "influenced by various aspects of an employee’s treatment by the organization 
and would, in turn, influence the employee’s interpretation of organizational motives underlying that 
treatment" (Eisenberger et al., 1986, p. 501). In this way, a good organizational support would lead the 
employees to feel more concerned about the well-being of the organization and responsible for 
achieving the organizational goals (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001). 
A supportive organization is committed to its workers and high levels of perceived organizational 
support increase the employee's affective attachment to the organization, the expectancy that a greater 
work effort will be rewarded and, consequently, a more effective work behavior (Eisenberger et al., 
1986; Howes, Cropanzano, Grandey, & Mohler, 2000).  
According to Gelbard and Carmeli (2009, p. 465), "employees reciprocate perceived organizational 
support with greater work effort, job satisfaction, affective organizational commitment, low levels of 
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voluntary quitting, and positive work behaviors" and they also concluded that, without organizational 
support, a project team will be less efficient, facing more obstacles to successfully complete the tasks 
required. 
Drawing on these notions, it becomes relevant to understand if the same occurs in NPOs. When the 
volunteer believes that their nonprofit organization takes care about their well-being, considers their 
goals and values, shows concern about him and takes pride in their accomplishments, does he become 
more cooperative in his team? 
 
4.1.3 Team Commitment 
Meyer and Allen (1991) proposed a three-component model of commitment. According to the authors, 
exists the affective (the employee wants), the continuous (the employees has to) and the normative (the 
employee feels compelled to do so) commitment. 
Commitment can be defined as a positive feeling toward the organization and depends on the 
perception of the employee (Mowday, Steers, & Porter, 1979). According to Bishop, Scott, Goldsby, and 
Cropanzano (2005), the employee distinguishes between team commitment and organizational 
commitments. It is different to be committed to their work teams or committed to their organization. De 
Lara and Rodriguez (2007) presented a reason to this distinction, the employee may feel easily 
connected with the team but not with the entire organization. 
In this way, organizational commitment has been defined as the employee's identification and 
involvement with the organization (Mowday, Porter, & Steers, 1982) and, in its turn, team commitment 
has been defined as the employee's identification and involvement with the team he belongs (Bishop & 
Scott, 2000). 
Several authors had studied the relationships between team commitment and performance. According 
to them, the level of team commitment cannot ensure by itself project success (Meyer & Allen, 1991; 
Neininger, Lehmann-Willenbrock, Kauffeld, & Henschel, 2010). Nevertheless, teams which present 
higher levels of commitment, tend to attain higher outputs and to present higher motivation levels 
(Kiesler, 1971). So it becomes relevant to study the relationship between team commitment and project 
outcomes in nonprofit context to understand the possible impact that a team commitment can have on 
a project outputs. 
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4.1.4 Cross-functional cooperation 
According to Holland, Gaston and Gomes (2000) the differences between conventional and cross-
functional teams can be presented with three ways: their members usually have competing social 
identities and loyalties; the cross-functional team are often temporary teams; and such team often face 
high performance expectations, creating specific issues for cross-functional teams.  
Therefore, a cross-functional team is composed by individuals with different competencies, from various 
functional units, to ensure the project completion (Holland, Gaston & Gomes, 2000). By other hand, 
cooperation is "necessary to link interdependent functions together and assure their contribution to the 
over-all goals of the organization" (Pinto & Pinto, 1990, p. 204). 
Cross-functional cooperation was defined by Anderson and Narus (1990) as the coordination of actions 
to achieve mutual or singular outcomes. Fisher, Maltz, and Jaworski (1997) studied cross-functional 
cooperation as the relation between interaction and communication. Since many definitions were found, 
for this study cross-functional cooperation is "defined as the quality of task and interpersonal relations 
when different functional areas work together to accomplish organizational tasks" (Pinto & Pinto, 1990, 
p. 203). 
According to Ghobadi and D’Ambra (2012) cross-functional cooperation can be divided in three main 
categories: cooperative tasks orientation; cooperative communication; and cooperative interpersonal 
relationships. The first category is related with the members' attitudes in accomplishing tasks and its 
level of cohesiveness, support and commitment by the team. Cooperative communication reflects 
discussion and communication between team members. At last, cooperative interpersonal relationships 
is related to the ties and gratifying relationship among cross-functional team members.  
Laughlin (1978) argues that teams with high level of cross-functional cooperation tend to have better 
communication among team members, to be more collaborative and to understand and be influenced 
by each other’s values and interest. Cross-functional cooperation has become an organizational strategy 
to achieve high levels of performance (Gemser & Leenders, 2011).  
Indeed, researches demonstrated that teams with higher levels of cross-functional cooperation have 
higher incidence of project success (Gemser & Leenders, 2011; Pinto, 1989). Pinto and Pinto (1990) 
argued that cross-functional cooperation influences tasks and psychosocial outcomes. So, it becomes 
relevant to study if the project outcomes are influenced by cross-functional cooperation in nonprofit 
project teams. In order to understand if, cross-functional cooperation should be a priority for nonprofit 
organizations. 
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Even by some authors, tensions, conflicts and misunderstanding among functional teams may 
compromise the cooperation, and consequently, the team commitment (Keller, 2001; Swamidass & 
Aldridge, 1996). So, it is important to explore the relation between cross-functional cooperation and 
team commitment in a nonprofit context. 
 
4.1.5 Project outcomes 
When its plan content to explain project success, no consensus is obtained among authors, especially 
because success can mean different things to different people. Some authors suggested that the 
project efficiency, the impact on customers, the business success and the preparation for the future 
should be considered to determine project success (Shenhar, Levy, & Dvir, 1997). Others, like Belout 
and Gauvreau (Belout & Gauvreau, 2004), point limited budget, schedule, quality standards and 
interrelated activities like project characteristics that ensure the desired success. 
In this way, "many project managers today view project success as a matter of paying attention to the 
outcome criteria of budget, schedule, performance, and client satisfaction” (Pinto, 1988, p. 68). 
Freeman and Beale (1992) identified in literature seven criteria used for measuring project success: 
technical performance, efficiency execution of project, managerial and organizational implications, 
personal growth, project termination, technical innovativeness, manufacturability and business 
performance.  
In his study, Thamhain (2004) argued about the importance of cross-functional teamworks and team 
commitment to achieve a good team performance. However, in this context the project outcomes are 
not only related with project success and achieving the goals of the project. The psychosocial outcomes 
are part of the project outcomes. The team member's experience is important to volunteer's motivation. 
According to Pinto and Pinto (1990, p. 204), psychosocial outcomes "refer to how individuals involved 
in an implementation effort feel about the implementation process".  
So it becomes relevant to this study to understand the impacts of some constructs, not only in project 
success, but also in the psychosocial outcomes of a project. Because, the first aspect is worried with 
the achievement of the project goals and bringing results to the organization, making it grow. The 
second is focused in the volunteer’s feelings about the project course that can influence his motivation 
to participate in more projects in the future. 
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4.2 Theoret ical  Model  
One of the objectives of this work is to identify the determinants of project management in NPO context. 
The model explains and operationalizes the possible relations between six constructs: leadership, 
organizational support, team commitment, cross-functional cooperation, project success and 
psychosocial outcomes. The model is illustrated in presented figure 2 and it establishes the following 
relationships: 
 
H1 – The leadership has a positive impact on team commitment. 
H2 – The leadership has a positive impact on cross-functional cooperation. 
H3 – The organizational support has a positive impact on cross-functional cooperation. 
H4 – The cross-functional cooperation has a positive impact on team commitment. 
H5 – The team commitment has a positive impact on project success. 
H6 – The team commitment has a positive impact on psychosocial outcomes. 
H7 – The cross-functional cooperation has a positive impact on project success. 
H8 – The cross-functional cooperation has a positive impact on psychosocial outcomes. 
 
 
 
F igure 2 -  Exp lanatory Model  o f  Pro ject  Management in NPOs 
 
The model´s creation was preceded by some interviews to a panel of experts in the project 
management and to members of the nonprofit community. The interviews goal was to consolidate the 
information gathered during the literature review as well as to consolidate the explanatory model. In this 
way, the chapter 4 presents the main conclusion of the interviews performed.  
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CHAPTER 5 – TEST OF THE EMPIRICAL MODEL:  THE AIESEC CASE 
This chapter describes the results obtained with empirical test to the model. It will be presented the 
methodology followed during the data survey process, analyzed the sample used and tested the model 
previously presented. 
 
5.1 Methodology 
For this work the method chosen was questionnaires. According to Quivy & Campenhoudt (2003), the 
objective of a questionnaire is to inquire a sample, generally representative of a population, about their 
social, professional or familiar situation, their attitudes towards options or human and social questions, 
their expectations, their level of knowledge or awareness about an event or an issue, or any other point 
of interest of researchers. In this way, “each person is asked to respond to the same set of questions in 
a predetermined order”(Saunders et al., 2009, p. 278). 
The fact that surveys are a way of collecting efficiently a large number of responses (Sharp, Peters & 
Howard, 2002; Saunders et al., 2009) is the main advantage of this type of primary data. In the other 
hand, the data quality is more superficial compared with interviews because the respondents may 
interpret the questions in a different way of the research objectives. The researcher cannot control this 
situation because he may have no direct contact with them (Sharp et al., 2002). 
A questionnaire allows "to examine and explain relationships between variables" (Saunders et al., 
2009, p. 362) and, as this research aims to study the relationship between fundamental variables of 
project management in nonprofit context, it was decided to inquire members of a nonprofit 
organization. 
 
5.2 Informat ion Plan 
Since the process of scale development and creation is time-consuming (Saunders et al., 2009), the 
questionnaire was constructed based on literature review, and for each of model's construct, it was 
identified a scale, previously tested in some studies.  
There were conducted a pilot test with 10 participants in order to get feedback on the perception of the 
questions, the design of the questionnaire, the time of realization and, the clarity of instructions. In 
order to “refine the questionnaire so that respondents will have no problems in answering the questions 
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and there will be no problems in recording the data” (Saunders et al., 2009, p. 394). These were 
conducted with members of AIESEC Portugal, in which a date was established with each of them with 
the aim of being available to follow the respondent during the test. It wasn't made any substantial 
change after the pre-test, it was only added the average time response. 
The final questionnaire is divided in two parts: the first part included scales that allow the validation of 
the model and, characterization questions. The table 5 shows the study where each variable’s scales 
were found. 
Table 5 -  Var iab le 's  sca les used in the quest ionnaire  
Scale 
Number of 
items 
Author Article 
Organizational 
Support 
6 (Eisenberger et al., 2001) 
Reciprocation of Perceived Organizational 
Support 
Leadership 22 (Kissi et al., 2013) 
Examining the role of transformational 
leadership of portfolio managers in project 
performance 
Team commitment 8 (Bishop & Scott, 2000) 
An examination of organizational and team 
commitment in a self-directed team 
environment 
Cross-functional 
cooperation 
15 (Pinto & Pinto, 1990) 
Project Team Communication and Cross-
Functional Cooperation in New Program 
Development 
Project Success 8 
(Belout & Gauvreau, 
2004) 
Factors influencing project success: the 
impact of human resource management 
Psychosocial 
outcome 
5 (Pinto & Pinto, 1990) 
Project Team Communication and Cross-
Functional Cooperation in New Program 
Development 
 
The second part of the questionnaire contains two different types of characterization questions: project 
and respondent profile. 
The questionnaire (Appendix 4) was available in an online platform, Qualtrics, and then there was sent 
invitations, between the 12th of July and 27th of August 2013, via Facebook to potential respondents. It 
was gotten full cooperation of AIESEC, which facilitated the access to an AIESEC group on Facebook. It 
was chosen to use Facebook for two reasons: firstly, on vacation's period, Facebook is more easily 
accessed by young people than email and, the second reason was to have the access to a group on 
Facebook with over 60,000 members of this organization. 
	   47	  
There was the concern of stratify the sample by country, to obtain the most diverse sample possible. 
But in a country, the members’ selection was made for convenience. 
In total, it was sent 3000 individual messages by Facebook for members of AIESEC. It was decided to 
send private and individual messages to easily captivate the interest of the member and also to 
demonstrate willingness to answer any questions. Due to this availability, it was possible to clarify some 
issues and also receive feedback regarding the questionnaire. 
 
5.3 Sample 
The online survey resulted in 256 responses. The characterizations questions of the sample were 
divided in two blocks: the participants' profile and profile of the project. 
Regarding gender, respondents are balanced about 50% of female and 50% of male responses. The 
participant experience and their functions in AIESEC were asked to each respondent, the options were: 
OCP (Project Manager); OC (Project Team Member); LCVP (Local Committee Vice President), LCP 
(Local Committee President); MCVP (Member Committee Vice President); MCP (Member Committee 
President); AIVP (AIESEC International Vice-president), PAI (President of AIESEC International) and; 
Team Leader. The number of functions performed ranged between 1 and 5, with an average of 1.67 
and a standard deviation of 0.99. A chart with the functions and frequency of sample is presented 
below. 
 
Figure 3 -  Respondents AIESEC Exper ience 
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LCP (Local Committee President) 
MCVP (Member Committee Vice-President) 
MCP (Member Committee President) 
AIVP (AIESEC International Vice-president) 
PAI (President of AIESEC International) 
Team Leader 
AIESEC Experience 
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With this, it was possible to observe the percentage sample of those who had already an experience in 
AIESEC projects. In this way, 98% of respondents already had experience as leaders or team members 
and just 2% of the sample has never been involved in projects. 
The information about respondent profile is summarized in the following tables. 
 
Table 6 -  Respondent Prof i le  (Gender and Pro ject  Exper ience)  
 
Respondent Prof i le  
 
N 
 
%  
Gender 
Female 128 50 
Male 128 50 
    
Project Experience 
Yes 251 98% 
No 5 2% 
 
Table 7 -  Respondent Prof i le  (A IESEC Exper ience and Age)  
 
Respondent Prof i le  
 
N 
 
M in 
 
Max 
 
Median 
 
Mean 
 
S td.  Dev ia t ion 
AIESEC Experience 256 1 5 1 1,6719 0,9989 
Age 256 17 29 21 21,30 2,07 
 
Regarding the project profile, the questionnaire asked about their roles in the project. The options were: 
leader, member, and an open response, codified as the option observer during the analysis. 46.5% 
leaders, 50.4% team members and, a small percentage of, 3.1% observers, create the sample. The 
table below summarizes the information. 
 
Table 8 -  Pro ject  Prof i le  (Role in the Pro ject )  
Respondent Prof i le  N % 
Role in the Project 
Leader 119 46,5 
Member 129 50,4 
Observers 8 3,1 
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Regarding the project profile, it was asked the country committee where the project had been carried 
out. Due to the diversity of responses in these questions, it was decided to group this answer by 
continent. Thus, a balance appears between responses of the American and European continent, with 
respectively 30.1% and 35.9%. While 23.4% were from Asia and Oceania and 10.5% of the responses 
were African continent. The figures 4 and 5 show the percentages of responses by continent and the list 
of countries which participate in the study. 
 
 
F igure 4 -  Cont inents part ic ipants in the survey 
 
 
F igure 5 -  Countr ies part ic ipants in the survey 
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Finally, it was asked the period in which the project was conducted, and the vast majority was in 2012 
and 2013. Below is presented a table with more detailed data about the project period. 
Table 9 -  Pro ject  Prof i le  (Pro ject  Per iod)  
Pro ject  Prof i le  N % 
Project Period 
2009-2010 7 3% 
2010-2011 4 2% 
2011-2012 12 5% 
2012-2013 123 48% 
2013-2014 110 43% 
 
5.4 Measurements Scales 
The model operationalizes a set of six constructs: organizational support, leadership, team 
commitment, cross-functional cooperation, project success and psychosocial outcomes. The internal 
consistency and unidimensionality of the scales were tested and will be presented in this section as well 
as the responses distribution of each scale. 
 
5.4.1 Organizational Support 
The concept of organizational support is based on the work of Eisenberger, Armeli, Rexwinkel, Lynch 
and Rhoades (2001) and operationalizes six items measured on a Likert scale of 5 levels (1 = strongly 
disagree to 5 = strongly agree). The figure 6 illustrates the items and the responses distribution 
obtained.  
 
F igure 6 -  Organizat ional  support  (Responses d is t r ibut ion) 
33,98% 
14,45% 
15,23% 
15,23% 
23,83% 
23,05% 
22,27% 
52,34% 
50,78% 
50,78% 
46,48% 
25,78% 
46,09% 
28,13% 
23,44% 
30,08% 
22,66% 
5,47% 
24,22% 
1.1 The organization takes pride in my 
accomplishments. 
1.2 The organization really cares about my well-
being. 
1.3 The organization values my contribution to its 
well-being. 
1.4 The organization strongly considers my goals 
and values. 
1.5 The organization shows little concerns for 
me. 
1.6 The organization is willing to help me if  I 
need a special favor. 
Strongly Disagree Disagree Neither Agree nor Disagree Agree Strongly Agree 
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It was preceded by the analysis of internal consistency by calculating Cronbach’s alpha. As there was a 
negative item, it was necessary to correct it. 
As the first value of Cronbach’s alpha was not satisfactory, it was analyzed the Item-total of all the item 
scale. Only one item had a value of item-total lesser than 0.3. In this way, this item has been deleted. 
After this, it was recalculated the Cronbach’s alpha, obtaining 82.30% with 5 items. 
This was followed by the analysis of dimensionality, using the factor analysis with the extraction of only 
one factor. The percentage of variance obtained was 59.04%. 
 
5.4.2 Leadership 
The concept of leadership is based on the work of Kissi, Dainty and Tuuli (2013) and operationalizes 22 
items measured on a Likert scale of 5 levels (1 = strongly disagree to 5 = strongly agree).  The figure 7 
illustrates the items and the responses distribution obtained. 
It was preceded by the analysis of internal consistency by calculating Cronbach’s alpha. As there was 
three negative items, it was necessary to correct them. 
As the first value of Cronbach’s alpha was not satisfactory, it was analyzed the Item-total of all the item 
scale. Two items had a value of item-total lesser than 0.3. In this way, those items have been deleted. 
After this, it was recalculated the Cronbach’s alpha, obtaining 93.10% with 20 items. 
This was followed by the analysis of dimensionality, using the factor analysis with the extraction of only 
one factor. The percentage of variance obtained was 44,714%. Given the importance of the concept for 
the model, it was decided to keep it. 
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Figure 7 - Leadership (Responses Distribution)
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13,67% 
15,63% 
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16,02% 
19,92% 
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15,23% 
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49,22% 
49,22% 
45,31% 
52,73% 
51,95% 
54,30% 
53,52% 
51,17% 
41,80% 
30,86% 
17,58% 
55,47% 
50,00% 
18,36% 
50,78% 
47,27% 
51,56% 
25,39% 
23,44% 
23,05% 
28,91% 
28,91% 
30,86% 
25,78% 
27,73% 
26,17% 
35,16% 
33,20% 
30,47% 
27,73% 
17,97% 
12,11% 
3,52% 
24,22% 
8,98% 
3,52% 
19,14% 
21,09% 
24,22% 
2.1 Is always seeking new opportunities for the unit/department/organization. 
2.2 Paints an interesting picture of the future for our group. 
2.3 Has a clear understanding of where we are going. 
2.4 Inspires others with his/her plans for the future. 
2.5 Is able to get others committed to his/her dreams of the future. 
2.6 Leads by “doing” rather than simply by “telling.” 
2.7 Provides a good model to follow. 
2.8 Leads by example. 
2.9 Fosters collaboration among work groups. 
2.10 Encourages employees to be “team players.” 
2.11 Gets the group to work together for the same goal. 
2.12 Develops a team attitude and spirit among his/her employees. 
2.13 Shows us that he/she expects a lot from us. 
2.14 Insists on only the best performance. 
2.15 Will not settle for second best. 
2.16 Acts without considering my feelings. 
2.17 Shows respect for my personal feelings. 
2.18 Behaves in a manner that is thoughtful of my personal needs. 
2.19 Treats me without considering my personal feelings. 
2.20 Has provided me with new ways of looking at things that used to be a puzzle for me. 
2.21 Has ideas that have forced me to think some of my own ideas I have never questioned before. 
2.22 Has stimulated me to think about old problems in new ways. 
Strongly Disagree Disagree Neither Agree nor Disagree Agree Strongly Agree 
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5.4.3 Team commitment 
The concept of team commitment was based on the work of Bishop & Scott (2000) and operationalizes 
eight items measured on a Likert scale of 5 levels (1 = strongly disagree to 5 = strongly agree). 
 The figure 8 illustrates the items and the responses distribution obtained. 
 
Figure 8 -  Team Commitment (Responses d is t r ibut ion) 
 
It was preceded by the analysis of internal consistency by calculating Cronbach’s alpha.  
It was analyzed the Item-total of all the item scale and all the item -total was above 0.3. It was obtained 
an Cronbach’s alpha of 87.9% with 8 items. 
This was followed by the analysis of dimensionality, using the factor analysis with the extraction of only 
one factor. The percentage of variance obtained was 55,371%. Given the importance of the concept for 
the model, it was decided to keep it. 
 
5.4.4 Cross-functional cooperation 
The concept of cross-functional Cooperation is based on the work of Pinto & Pinto (1990) and 
operationalizes 15 items measured on a Likert scale of 5 levels (1 = strongly disagree to 5 = strongly 
agree). The figure 9 illustrates the items and the responses distribution obtained 
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28,91% 
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3.1 Talk up (brag about) this team to my friends as a great team to work on. 
3.2 I would accept almost any job in order to keep working with this team. 
3.3 I find that my values and the team's values are very similar. 
3.4 I am proud to tell others that I am part of this team. 
3.5 This team really inspires the very best in me in the way of job 
3.6 I am extremely glad that I chose this team to work with over other 
3.7 I really care about the fate of this team. 
3.8 For me this is the best of all possible teams with which to work. 
Strongly Disagree Disagree Neither Agree nor Disagree Agree Strongly Agree 
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F igure 9 -  Cross - funt ional  Cooperat ion (Responses d is tr ibut ion)  
 
It was preceded by the analysis of internal consistency by calculating Cronbach’s alpha. As there was 
four negative items, it was necessary to correct them. 
As the first value of Cronbach’s alpha was not satisfactory, it was analyzed the Item-total of all the item 
scale. Only one item had a value of item-total lesser than 0.3. In this way, this item has been deleted. 
After this, it was recalculated the Cronbach’s alpha, obtaining 82.3% with 14 items. 
This was followed by the analysis of dimensionality, using the factor analysis with the extraction of only 
one factor. The percentage of variance obtained was 33,513%. 
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19,14% 
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4.1 A friendly attitude exists among project team members. 
4.2 Project team members recognize each others' special 
talents and expertise. 
4.3 Open communication of relevant information occurs 
among project team members. 
4.4 If conflicts occur among project team members, they are 
easily resolved. 
4.5 In general, it is difficult to contact other project team 
members. 
4.6 Project team members from one department often 
criticize team members from other departments. 
4.7 Some individual on this project intentionally provide 
misleading information to other team members. 
4.8 When problems arise, project team members perceive 
them as "mutual" problems that need to be solved. 
4.9 This project's team members are more like teammates 
than competitors. 
4.10 If disagreements arise, project team members are 
usually able to resolve them. 
4.11 When problems arise, project team members search for 
solution that are agreeable to each team member. 
4.12 Project team members openly share their ideas with 
other team members. 
4.13 Project team members help each other to more 
effectively perform their tasks. 
4.14 Project team members often fail to communicate 
information to each other. 
4.15 Project team members share resources to complete their 
tasks. 
Strongly Disagree Disagree Neither Agree nor Disagree Agree Strongly Agree 
	   55	  
5.4.5 Project Success 
The concept of project success is based on the work Belout and Gauvreau (2004) and operationalizes 
five items measured on a Likert scale of 5 levels (1 = strongly disagree to 5 = strongly agree). 
The figure 10 illustrates the items and the responses distribution obtained. 
 
Figure 10 -  Pro ject  Success (Responses d is t ibut ion)  
 
It was preceded by the analysis of internal consistency by calculating Cronbach’s alpha. As there was 
two negative items, it was necessary to correct them. 
As the first value of Cronbach’s alpha was not satisfactory, it was analyzed the Item-total of all the item 
scale. Four items had a value of item-total lesser than 0.3. In this way, those items have been deleted. 
After this, it was recalculated the Cronbach’s alpha, obtaining 73.9% with 5 items. 
This was followed by the analysis of dimensionality, using the factor analysis with the extraction of only 
one factor. The percentage of variance obtained was 56,247%. 
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5.1	  Technical	  requirements	  speci4ied	  at	  the	  beginning	  oft.	  execution	  phase	  were	  met.	  5.2	  Project	  schedules	  were	  adhered	  to.	  5.3	  Project	  cost	  objectives	  were	  not	  met.	  5.4	  Project	  clients	  and/or	  product	  users	  were	  satis4ied	  with	  the	  project	  outputs.	  5.5	  The	  project	  has	  not	  perturbed	  the	  culture	  or	  values	  of	  the	  organization	  that	  managed	  it.	  5.6	  The	  project	  was	  not	  managed	  so	  as	  to	  satisfy	  the	  interests	  and	  challenges	  of	  the	  members	  of	  the	  project	  5.7	  There	  were	  no	  quality	  problems	  related	  to	  project	  outputs	  5.8	  Technical	  problems	  were	  successfully	  identi4ied	  and	  resolved.	  
Strongly	  Disagree	   Disagree	   Neither	  Agree	  nor	  Disagree	   Agree	   Strongly	  Agree	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5.4.6 Psychosocial Outcomes 
The concept of psychosocial outcomes is based on the work of Pinto and Pinto (1990) and 
operationalizes six items measured on a Likert scale of 5 levels (1 = strongly disagree to 5 = strongly 
agree). 
The figure 11 illustrates the items and the responses distribution obtained.  
 
F igure 11 -  Psychosocia l  outcome (Responses d is tr ibut ion)  
 
It was preceded by the analysis of internal consistency by calculating Cronbach’s alpha. As there was 
one negative item, it was necessary to correct it. 
It was analyzed the Item-total of all the item scale. Four items had a value of item-total lesser than 0.3 
and all the them was above 0.3. The Cronbach’s alpha obtained was 74,7% with 5 items. 
This was followed by the analysis of dimensionality, using the factor analysis with the extraction of only 
one factor. The percentage of variance obtained was 52,881%. 
The table 10 presents a summary of the internal consistency and unidimensionality of the scales of the 
model. 
 
 
 
 
 
17,19% 
48,44% 
38,28% 
35,55% 
23,44% 
7,03% 
10,55% 
11,33% 
16,80% 
56,64% 
42,97% 
48,05% 
33,20% 
42,97% 
36,72% 
6.1 I cannot wait for this project to end. 
6.2 I enjoy working with the members of this project team. 
6.3 The time I spend on this project is time "wasted". 
6.4 I am very proud of this project. 
6.5 I enjoy working on this particular type of project. 
Strongly Disagree Disagree Neither Agree nor Disagree Agree Strongly Agree 
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Table 10 -  In ternal  consis tency and unid imensional i ty  o f  sca les  
Construct Items Original Items Cronbach’s Alfa % of Variance 
Organizational Support 6 5 0,823 59,04% 
Leadership 22 20 0,931 44,714% 
Team Commitment 8 8 0,879 55,371 
Cross-functional Cooperation 15 14 0,823 33,513 
Project Success 8 4 0,739 56,247% 
Psychosocial outcomes 5 5 0,747 52,881% 
 
5.5 Exploratory Tests 
In this point the results of the model test are addressed. The model was tested using linear multiple 
regression. This method is an extension of simple linear regression and it is used to predict the value of 
a dependent variable based on the value of two or more independent variables. 
The table 11 presents the four resulting equations of the model and the hypotheses to validate. 
 
Table 11 -  Assumpt ions of  Explanatory Model  -  Pro ject  Management in NPOs 
  Explanatory Variables 
  Equation 1 Equation 2 Equation 3 Equation 4 
  
Team 
commitment 
Cross-functional 
cooperation 
Project Success 
Psychosocial 
outcomes 
Explanatory 
Variables 
Organizational support  H3 (+)   
Leadership H1 (+) H2 (+)   
Team commitment   H5 (+) H6 (+) 
Cross-functional cooperation H4 (+)  H7 (+) H8 (+) 
 
5.5.1 Equation 1 – Team Commitment 
The first equation explains the impact of leadership and cross-functional cooperation in the team 
commitment. It was used the stepwise regression model to measure the explanatory capacity of this 
equation. 
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The coefficient of determination (R2) obtained was 41,1%, which is the proportion of variance in the 
dependent variable that can be explained by the leadership and cross-functional cooperation. The 
model has a standard deviation (Std. error) of 0,50401. 
The regression is a good fit of the data (F = 88,199, sig < 0,005). In this way the leadership and the 
cross-functional cooperation significantly predict the team commitment. As p-value of independent 
variables is lesser than 0,05, the coefficients are statically significantly and different to zero. In this way, 
there exists a linear relation between leadership, cross-functional cooperation and team commitment. 
According to the selected model for each unit added to the leadership, the team commitment increases 
0,551 units. And, for each unit added to the cross-functional cooperation, the team commitment 
increases 0,314 units. 
The table 12 summarizes the selected model of team commitment results. 
Table 12 -  Se lected Model  for  team commitment 
Model Variables Estimations p-value 
M2 
(constant) 0,550 0,041 
Leadership 0,551 0,000 
Cross-functional cooperation 0,314 0,000 
 
R2 0,411 
Adjusted R2 0,406 
Std. error 0,50401 
F (sig) 88,199 (0,000) 
 
5.5.2 Equation 2 – Cross-functional Cooperation 
The impact of leadership and organizational support in the cross-functional cooperation is explained in 
the second equation. As well as in the first equation it was used the stepwise regression model to 
measure the explanatory capacity of this equation. 
The coefficient of determination (R2) obtained was 29,4%, which is the proportion of variance in the 
dependent variable that can be explained by the leadership and organizational support. The model has 
a standard deviation (Std. error) of 0,40323. 
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The regression is a good fit of the data (F = 52,763, p < 0,0005). In this way the leadership and the 
organizational support significantly predict the team commitment. 
As p-value of independent variables is lesser than 0,05, the coefficients are statically significantly 
different to zero. 
In this way, there exists a linear relation between leadership, organizational support and cross-functional 
cooperation. 
According to the selected model for each unit added to the leadership, the cross-functional cooperation 
increases 0,325 units. And, for each unit added to the organization support, the cross-functional 
cooperation increases 0,137 units. 
The table 13 summarizes the selected model of cross-functional cooperation results. 
 
Table 13 -  Se lected model  for  Cross - funct ional  cooperat ion 
Model Variable Estimation p-value 
M2 
(constant) 1,955 0,000 
Leadership 0,325 0,000 
Organizational support 0,137 0,005 
    
R2 0,294 
Adjusted R2 0,289 
Std. error 0,40323 
F (sig) 52,763 (0,000) 
 
 
5.5.3 Equation 3 – Project Success 
The third equation explains the impact of cross-functional cooperation between team commitment and 
project success. As well as in the others equations it was used the stepwise regression model to 
measure the explanatory capacity of this equation. 
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The coefficient of determination (R2) obtained was 27,7%, which is the proportion of variance in the 
dependent variable that can be explained by the cross-functional cooperation and team commitment. 
The model has a standard deviation (Std. error) of 0,53884. 
The regression is a good fit of the data (F = 48,424, p < 0,0005). In this way the cross-functional 
cooperation and team commitment significantly predict the project success. 
As p-value of independent variables is lesser than 0,05, the coefficients are statically significantly 
different to zero. 
In this way, there exists a linear relation between cross-functional cooperation, team commitment and 
project success. 
According to the selected model for each unit added to the team commitment, the project success 
increases 0,272 units. And, for each unit added to the cross-functional cooperation, the project success 
increases 0,433 units. 
The table 14 summarizes the selected model of project success results. 
 
Table 14 -  Se lected Model  for  Pro ject  Success 
Model Variable Estimation p-value 
M2 
(constant) 0,936 0,001 
Cross-functional Cooperation 0,433 0,000 
Team Commitment 0,272 0,000 
    
R2 0,277 
Adjusted R2 0,271 
Std. error 0,53884 
F (sig) 48,424 (0,000) 
 
5.5.4 Equation 4 – Psychosocial Outcomes 
The impact of cross-functional cooperation and team commitment in project success is explained in the 
fourth equation. As well as in the others equations it was used the stepwise regression model to 
measure the explanatory capacity of this equation. 
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The coefficient of determination (R2) obtained was 33,4%, which is the proportion of variance in the 
dependent variable that can be explained by the cross-functional cooperation and team commitment. 
The model has a standard deviation (Std. error) of 0,52102. 
The regression is a good fit of the data (F = 63,419, p < 0,0005). In this way the cross-functional 
cooperation and team commitment significantly predict the psychosocial outcomes. 
As p-value of independent variables is lesser than 0,05, the coefficients are statically significantly 
different to zero. 
In this way, there exists a linear relation between cross-functional cooperation, team commitment and 
psychosocial outcomes. 
According to the selected model for each unit added to the team commitment, the psychosocial 
outcome increases 0,320 units. And, for each unit added to the cross-functional cooperation, the 
psychosocial outcome increases 0,454 units. 
The table 15 summarizes the selected model of psychosocial outcomes results. 
 
Table 15 -  Se lected Model  for  Psychosocia l  Outcomes 
Model Variable Estimation p-value 
M2 
(constant) 1,116 0,000 
Cross-functional Cooperation 0,454 0,000 
Team Commitment 0,320 0,000 
    
R2 0,334 
Adjusted R2 0,329   
Std. error 0,52102   
F (sig) 63,419 (0,000)   
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5.6 Conclusions 
The model test resulted in the followed conclusions. Leadership has a positive impact on team 
commitment and on cross-functional cooperation. By its turn, the organizational support has a positive 
impact on cross-functional cooperation and this one has a positive impact on team commitment. Team 
commitment and cross-functional cooperation influence project success and psychosocial outcomes. 
The table 16 summarizes the results obtained from the model test and the figure 12 presents the 
relations between model constructs. 
 
Table 16 – Hypotheses Tested Resul ts  
 Hypotheses Results 
H1 The leadership has a positive impact on team commitment. Not rejected 
H2 The leadership has a positive impact on cross-functional cooperation. Not rejected 
H3 The organizational support has a positive impact on cross-functional cooperation. Not rejected 
H4 The cross-functional cooperation has a positive impact on team commitment. Not rejected 
H5 The team commitment has a positive impact on project success. Not rejected 
H6 The team commitment has a positive impact on psychosocial outcomes. Not rejected 
H7 The cross-functional cooperation has a positive impact on project success. Not rejected 
H8 The cross-functional cooperation has a positive impact on psychosocial outcomes. Not rejected 
 
 
F igure 12 -  Model  o f  Pro ject  Management in Nonprof i t  Organizat ions 
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CONCLUSIONS 
 
Conclusions 
Some researches proved that project management increases the efficiency of organizational 
management. Although it can be mentioned for profit sector, there is still lack of studies in the third 
sector. 
This sector is increasing its relevance, answering the needs that the other two sectors do not respond. It 
is becoming a bigger employer and it is clear the need for more efficiency in the way that they organize 
their resources. A possible solution to guarantee the sustainability of these organizations is the adoption 
of project management practices. 
In this way, the aim of this work was to identify the determinants associated to the adoption of project 
management practices in NPOs. 
It was developed an explanatory model of project management in NPOs. This model was consolidated 
with the interviews to project managers and to responsible of nonprofit organizations. 
The interviews showed that development of member’s competencies must be a focus of nonprofit 
organization, because without competencies it becomes harder to implement the tools and techniques 
of project management. In this way, the respondents pointed a group of competencies that are 
fundamental to project member’s performance: leadership, conflict management, teamwork, 
communication, financial knowledge and expectation management. 
The explanatory model of project management in NPOs is composed by the following constructs: 
leadership, organization support, team commitment, cross-functional cooperation, project success and 
psychosocial outcomes. 
Due to time limitation, it was not possible to include all the competencies pointed by the interview 
respondent as a model construct, although, the conflict management, communication and expectation 
management were analyzed through leadership and cross-functional cooperation. 
Although the model’s test do not present a strong explanatory capacity, this phase proved the construct 
importance for project management in NPOs. 
	   64	  
In this way, leadership has a positive impact on team commitment and cross-functional cooperation. By 
its turn, they influence the project success and the psychosocial outcomes. The organizational support 
influences the cross-functional cooperation and this have a positive impact on team commitment. 
 
L imitat ions 
The results of this research have several limitations. First, the generalizability of these findings is limited 
because these findings are based on a sample of only one NPO. Secondly, information about project 
management in NPOs is hard to find because this is a new subject research. Thirdly, results were 
conditioned by time. For example, the questionnaire was available in holiday season, when AIESEC 
members are not as available to answer. With more time the results could have been different. 
 
Future work 
Based on the above conclusions a suggestion is given. It is important: 
§ to redefine the teamwork to, include new constructs that explain the dynamic of a team. Motivation 
and engagement, communication and conflict management are some examples that construct can 
complement the team commitment and the cross-functional cooperation considered in this work; 
§ to study more NPOs, different results can be found. It also can be relevant to understand why these 
differences are observed, because of the organization mission, maturity or structure. 
§ to understand if the country and organizational culture influences the results.	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APPENDIX I  –  SCRIPTED INTERVIEWS WITH PROJECT MANAGERS1 
1. Gestão de Projetos em OSFL 
a. Tendo em consideração a realidade das OSFL, e a utilização da GP nesse contexto, que fases da 
GP considera, de todo imprescindíveis que se promovam e desenvolvam? 
b. Na mesma linha de pensamento, que processos e ferramentas poderiam as OSFL adotar? 
c. Quais as competências chave que os membros de projeto devem ter ou que a OSFL deve apostar 
para formar os seus membros? 
d. Que tipos de fatores poderão condicionar a adoção de práticas de Gestão de Projetos? 
e. Distinção entre gestão de projetos em OCFL e OSFL 
f. Fatores de uma OSFL: 
i. A Liderança poderá ser um fator que limita as práticas de GP numa OSFL? Porquê? 
ii. A Hierarquia e a dimensão da organização poderão limitar as práticas de GP? Porquê? 
iii. Relativamente às competências (técnicas, pessoais e contextuais) dos voluntários, poderão 
limitar a gestão de projetos? Porquê? As formações e indução dos voluntários poderá 
potenciar as práticas de GP? 
iv. Qual o papel da comunicação nas práticas de gestão de projetos? 
v. Que tipos de Ferramentas estão disponíveis para uso das OSFL? 
vi. Em que aspetos a disponibilidade do voluntário poderá limitar a gestão do projeto? 
vii. Para além dos fatores considerados, acha que existe mais alguns a ter em conta para a 
gestão de projetos em OSFL? 
g. De forma a consolidar a informação, qual a estrutura base da gestão de projetos em OSFL? 
 
2. Perfil do entrevistado 
Tendo em conta a sua formação, experiência na área de Gestão de Projetos e possivelmente em OSFL 
existe algum ponto que gostaria de destacar?  
                                                
1 The script is addressed in the original language. 
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APPENDIX I I  –  SCRIPTED INTERVIEWS TO NONPROFIT ORGANIZATIONS2 
1.  Contextual ização da OSFL 
a. Qual a Missão e os valores da OSFL? Qual o âmbito da organização? 
b. Como está estruturada a OSFL a nível de: 
i. Hierarquia; 
ii. Dimensão; 
iii. Orçamento; 
iv. Membros efetivos. 
 
2.  Prát icas de Gestão 
a. Quais são as competências dos voluntários? Fazem seleção/recrutamento de voluntários? 
b. Qual o tempo médio dedicado pelos voluntários por semana? E qual o seu nível de compromisso, 
principalmente no cumprimento de deadlines? 
c. O que motiva um voluntário? O que fazem para garantir que os voluntários continuem motivados? 
d. Realizam formações para apoiar e ajudar os voluntários das suas tarefas? Que tipo? 
e. A nível de comunicação interna, que tipo de processos/ferramentas utilizam? 
f. Quanto à comunicação externa, a que tipo de processos/ferramentas recorrem? 
g. Quanto à liderança na organização, quais as competências base dos líderes? 
h. Que tipo e quantos projetos têm a decorrer por mês? 
i. Em que fases estão divididos os projetos? Existe algum fluxo de processos? Qual? 
j. Recorrem a alguma ferramenta que apoie a gestão de projetos? 
k. Quais as maiores dificuldades sentidas na gestão de projetos? 
 
3.  Perf i l  entrevistado 
a. Formação 
b. Experiência tanto em OCFL como em OSFL 
c. Idade/Género  
                                                
2 The script is addressed in the original language. 
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APPENDIX I I I  -  INFORMED CONSENT3 
 
Termo de Consent imento Informado 
 
Eu, [nome], declaro que autorizo a gravação da minha entrevista realizada no dia [dia] pelas [Hora] 
horas sobre a Gestão de Projetos em Organizações Sem Fins Lucrativos, sabendo que as informações 
fornecidas na entrevista terão tratamento confidencial e apenas serão utilizadas para análise posterior 
dos dados, no âmbito do mestrado em Engenharia Industrial, ramo Avaliação e Gestão de Projetos e da 
Inovação, da Universidade do Minho. 
 
 
[Local], [Dia] de [Mês], 2013 
 
_____________________________________ 
[Nome e assinatura] 
  
                                                
3 The script is addressed in the original language. 
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APPENDIX IV  –  QUESTIONNAIRE 
 
Project Management | AIESEC  
 
 
This research study is being conducted towards the development of a master thesis in the Production 
and Systems Department from University of Minho. 
The investigation deals with the assessment of project management practices in NonProfit 
Organizations (NPOs). Therefore, we intend to learn more about AIESEC's approaches towards the 
management of their projects (Exchange project, conference, congress, recruitment, etc.) and team 
members. 
The success of this study depends on your participation. It is a confidential and anonymous survey and 
it is intended solely for the development of this study. 
Thank you in advance for your time and cooperation. The completion time of the questionnaire is about 
15 minutes. 
 
Organizat ional support  
1. Consider the most recent project in which you were involved. Indicate your level  
of  agreement with the fo l lowing statements regarding the organizat ional support  you 
received dur ing the project development.  
 Strongly Disagree Disagree 
Neither Agree 
nor Disagree 
Agree Strongly Agree 
The organization takes pride in my accomplishments. o o o o o 
The organization really cares about my well-being. o o o o o 
The organization values my contribution to its well-being. o o o o o 
The organization strongly considers my goals and values. o o o o o 
The organization shows little concerns for me. o o o o o 
The organization is willing to help me if I need a special favor. o o o o o 
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Leadership 
2. Consider the most recent project in which you were involved and the person 
responsible for i t .  Indicate your level  of  agreement with the fo l lowing statements 
related to that team leader.  
 
Strongly 
Disagree 
Disagree 
Neither Agree 
nor Disagree 
Agree Strongly Agree 
Is always seeking new opportunities for the 
unit/department/organization. o o o o o 
Paints an interesting picture of the future for our group. o o o o o 
Has a clear understanding of where we are going. o o o o o 
Inspires others with his/her plans for the future. o o o o o 
Is able to get others committed to his/her dreams of the future. o o o o o 
Leads by “doing” rather than simply by “telling.” o o o o o 
Provides a good model to follow. o o o o o 
Leads by example. o o o o o 
Fosters collaboration among work groups. o o o o o 
Encourages employees to be “team players.” o o o o o 
Gets the group to work together for the same goal. o o o o o 
Develops a team attitude and spirit among his/her employees. o o o o o 
Shows us that he/she expects a lot from us. o o o o o 
Insists on only the best performance. o o o o o 
Will not settle for second best. o o o o o 
Acts without considering my feelings. o o o o o 
Shows respect for my personal feelings. o o o o o 
Behaves in a manner that is thoughtful of my personal needs. o o o o o 
Treats me without considering my personal feelings. o o o o o 
Has provided me with new ways of looking at things that used to 
be a puzzle for me. 
o o o o o 
Has ideas that have forced me to think some of my own ideas I 
have never questioned before. o o o o o 
Has stimulated me to think about old problems in new ways. o o o o o 
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Team Commitment 
3. Consider the most recent project in which you were involved and your teammates. 
Indicate your level  of  agreement with the fo l lowing statements concerning that team. 
 
Strongly 
Disagree 
Disagree 
Neither Agree 
nor Disagree 
Agree Strongly Agree 
Talk up (brag about) this team to my friends as a great team to work 
on. o o o o o 
. I would accept almost any job in order to keep working with this 
team. o o o o o 
I find that my values and the team's values are very similar. o o o o o 
I am proud to tell others that I am part of this team. o o o o o 
This team really inspires the very best in me in the way of job 
performance. 
o o o o o 
I am extremely glad that I chose this team to work with over other 
teams. o o o o o 
I really care about the fate of this team. o o o o o 
For me this is the best of all possible teams with which to work. o o o o o 
 
Cross- funct ional Cooperat ion 
4. Consider the most recent project in which you were involved and also your team 
members. Indicate your level  of  agreement with the fo l lowing statements concerning 
the team coordinat ion throughout project development. 
 Strongly Disagree Disagree 
Neither Agree 
nor Disagree 
Agree Strongly Agree 
A friendly attitude exists among project team members. o o o o o 
. Project team members recognize each others' special talents 
and expertise. 
o o o o o 
Open communication of relevant information occurs among 
project team members o o o o o 
If conflicts occur among project team members, they are easily 
resolved. o o o o o 
In general, it is difficult to contact other project team members. o o o o o 
Project team members from one department often criticize team 
members from other departments. 
o o o o o 
Some individual on this project intentionally provide misleading 
information to other team members. 
o o o o o 
When problems arise, project team members perceive them as 
"mutual" problems that need to be solved. 
o o o o o 
This project's team members are more like teammates than 
competitors. 
o o o o o 
If disagreements arise, project team members are usually able to 
resolve them. o o o o o 
When problems arise, project team members search for solutions 
that are agreeable to each team member. o o o o o 
Project team members openly share their ideas with other team 
members. o o o o o 
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Project team members help each other to more effectively 
perform their tasks. o o o o o 
Project team members often fail to communicate information to 
each other. 
o o o o o 
Project team members share resources to complete their tasks. o o o o o 
 
Project Success 
5. Consider the most recent project in which you were involved. Indicate your level  
of  agreement with the fo l lowing statements concerning the project performance.  
 Strongly Disagree Disagree 
Neither Agree 
nor Disagree 
Agree Strongly Agree 
Technical requirements specified at the beginning oft. execution 
phase were met. 
o o o o o 
Project schedules were adhered to. o o o o o 
Project cost objectives were not met. o o o o o 
Project clients and/or product users were satisfied with the 
project outputs. o o o o o 
The project has not perturbed the culture or values of the 
organization that managed it. 
o o o o o 
The project was not managed so as to satisfy the interests and 
challenges of the members of the project team. 
o o o o o 
There were no quality problems related to project outputs . o o o o o 
Technical problems were successfully identified and resolved. o o o o o 
 
Psychosocial  Outcomes 
6. Consider the most recent project in which you were involved. Indicate your level  
of  agreement with the fo l lowing statements regarding your sat is fact ion with the 
project .  
 
Strongly 
Disagree 
Disagree 
Neither Agree 
nor Disagree 
Agree Strongly Agree 
I cannot wait for this project to end. o o o o o 
I enjoy working with the members of this project team. o o o o o 
The time I spend on this project is time "wasted". o o o o o 
I am very proud of this project. o o o o o 
I enjoy working on this particular type of project. o o o o o 
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Project  prof i le 
7. Consider the most recent project in which you were involved. Please indicate the AIESEC committee 
where the project was conducted. 
8. Please indicate the country where the project was conducted. 
 
9. Please indicate the period in which the project was implemented. If the project has not ended yet, 
please choose the option 2013/14. 
o 2009-2010 
o 2010-2011 
o 2011-2012 
o 2012-2013 
o 2013-2014 
 
Respondent prof i le  
10. Consider the most recent project in which you were involved. Specify your role in the project. 
Leader O 
Member O 
Other _______________ 
 
11. Please indicate your experience in AIESEC (choose one or more options). 
o OCP 
o OC 
o LCVP 
o LCP 
o MCVP 
o MCP 
o AIVP 
o PAI 
o Team Leader 
 
12. Please indicate your gender. 
o Male 
o Female 
 
13. Please indicate your age. 
__________________ 
14. Please indicate your academic qualifications. 
_____________________________ 
 
